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> INTRODUCTION ' , 

The Committee on Affirmative Action was charged by the Illinois 
Board of Higher Education, in March L975, to address two of seven- 
teeh master plan topics. The two 'topics were: 



a) ' development of positive affirmative actiort^pi^rams at 



all levels of higher education emplpy^nt, and 



b) development of programs to increase minority and women 
, student enrollment. 



To guide the Conmiii;tee in its task, the Committee adopted the 



following purposes eind guidelines: 



1. Objectives ! , 

To identify barriers cbnfjcoriting mi4tefri*!ies and women^ 
both in student enrollments and in employment, that 
institutions reasonably could overcome! in a five-year ^ 
period, and to establish particular master plan objec- 
tives for the advancement of affirmative action in 
Illinois higher education. 



Implementation 

. ' For ejach barrier that is identified, suggest methods an^ 
means for i?^ctifying^it. Also clarify, for each barrier 

- identified, ^Hhat shall be the function arid responsibil- 
ity for remo^rtlng such barriers by the individual insti- 
tutions, the S-stem governing boards , coordinating boards 
and. where applicalile, of other bodies. 



Evaluation Guidelines 



iuate 



Suggest guidelines to Tneasure auid eva 
toward accon5)lishment in removing the 
The guidelines should include provision!* 
review and public reporting of progre*ssL 



.progress n&de 

barriers identified, 
for the regular. 



The Committee, acknowledging the coiaqplexity 



affirmative 



action, , focused its study on the areas of administVative, faculty 



11 



•and civil service employment and student enrollment. The Com- 
mittee also recognized it needed more time aAd that its report 
be submitted ^ifier the original date of July 3il. , 

No -common information source existed from which the Committee 
coiild acquire relatively complete or comparably affirmative action 
data on either employees or students. Therefore, the Committee 
devised its own survey instrument for acquiring information. It 
also visited with persons having a special interest in or knowledge 
of the study topic." The Committee also asked all public univer- 
sities to submit copies of their affirmative action plans and their 
most recent affirmative action reports to the federal government. 
All system offices, coordinating and other state-level^ agencies 
of higher educiition, were asked to provide specified data for all 
employees in those offices. The IBHfe* staff also gathered addi- 
tional information from a variety of sources. 

• • 

It is the Committee's 'intent to present the issues of affirm- 
ative action in such a manner asvto create an awareness of the . 
affirntative action problems which exist-in Illinois public higher 

. education. The report is intended to be useful and uriderstandable 
by universities and systems as well as concerned citizens, staff - 

_ and students.' 



ERIC 

hriimiimrrTiaaiJ 



The report addresses general trends, practices, and problems 
related to affirmative action. . The CommittWe realizes there will 
always be ejcceptions for ant generalizations .and further recognizes 

• .' - ' .5 
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that exception^ do exist ^o. the general -trends, pr35fcices and 
problems identified in this report. • 

The Committee feels very strongly that aff fejatiye action in 
higher education l^as not receiyed the attention and prxorxty xt \ 
should receive. Tlip Committee \urges the Board of Higher Educa^iofi^ 
the governing, boards v and institutional leaders to exert the kind 
of l^^dSrship necessaiy to make' immediate and continuing progress 
in the area of affirmative action. Recommendations and suggestion^ 
presented in this report should be helpful to the Board of Higher 
Education, the governing boards and institutions. Due to the di- 
versity of institutions, systems and boards and their ]6rogress in 
the area of affirmative action, all recomrbendations and suggestions 
in this, report may not apply to the same degree to all. Furthe^- 
more|, the specific suggestions in the report cure not intended to 
be all-d.nclusive of methods and procedures that migjfit be adopted 
to eliminate barriers to affirmative action. 

Not ail aspects of affirmative action are or neqS to be long-- 
term. An encl to some inequities could be ax:Kieved immediately; 
other barriers could be rectified, within the\ range of fivg' years - 
or>less. This report focuses on short-range, opportunities to end 
inequities* , 

Whether any of the short-range opportunities that this repojft 
identifies and discusses will be jgursued depends foremost on the 
commitment/ priorities and leadership, of , , each instit\ition and, 



iv 

board^ The first guideline we, as citizens, will use to detetmine 
chances for significant progress in affirmative action will be Jjhe 
actions of administrators and leaders of institutions and boards. 
Attention should be directed to re-ordered priorities and values, 
changing attitudes, revised practices, public affirmative action 
progress reports, and how some of the dollars are spent. 




CHAPTER I 
• SUMMARY OF RECOMMENDATIONS 

The Committee • recommends that ; . : ^ 

All Illinois institutions, governing boards, system offices/ 
coordinating^boards and related agencies establish af firma- ^ 
tive action as a high priority objective and affinft^those ^ 
efforts of chief administrators that, assure and a'dvance 
equal opportunity and nondiscriminatory practices. ' . 

Each Illinois institution establish a comprehensive on-campus 
advertising system of all job opportunities., that it has avail- 
able; establish informatioii training for personnel of fj-cers, 
efe^oyment interviewer^ and others involved with personnel 
selection activities whiclTaf firms equal oplportunity and non- 
discriminatory hiring practices; ''and establish written search, 
rpisruitment and hiring policies to be mad^ available to all 

•r 

faculty and staff members. . • 

' The Board of Higher Education take leadership in th6 establish 
ment of a State task fbr^Tto review the University Civil 
Service System's ruLes and 'regulations and their , affect on 
affirmative action. * • .y 

Each Illinois institution: (a) conduct salary . and / 
promotion analysis studies and equalization 'programs 
' to. .determine the extent of 'and correct any existent 'salary 
and promotion inequities; ,0) establish action-oriqnted- \ - ^ 



programs which encourage employee advancement and (c); .-estab- 
lish and clearly: communicate to all employees in^etoial 
procedures for employee grievance./ 

A stui^L committee be establishe^l as early as possible by •-t^ie . 
Board of Higher Education to re^ew ^11 aspects of the tenure 
system, especially those that ixave an intact on affirmative 
action. 



■ I 

I 



All universities' and" colleges, require contractors to, submit 
written affirmative action falans, -and that these plans be 
a decision f actqr in ^the awarding of contracts. 

- ■ - /••" 

All Illinois 'institutions/ establish policies that increase 
recruitment and impuove ^dvi^ng andij:ounreXing of minority, 
and. female students, and that encourage women and min'oritxes 
to pursi}«rm5ntraditibnca!. fields -of study, ^specially in ad- 
vanced degree prbgriimsj^ Xt also is recommended that insti- 

ithejir system of aweurding assistahtship^ 
graduate studies, and "that they'^Velop 
a graduated scale ojf sju^ent fees to accommodate pa4-t±m^ 
. students. 

Universit'i^ increiis'e ithe representation of latino students^ 

in 1:he enrollm^ts of [education opportunity -programs . 

v"V • I- - ■ ' ' "'^ ■/ . ■ 

Iristittitions arfanje ^pecial courses for minor iUe^ and. women 

to make up 'deficieaciLs in prior .education, in order td 

encourage entran6e|-t€| '^'hew" fields /bf study- Furthermore; 



tutions r eorgani ze 
and fellowships for 




( 



10. 



11. 



12-. 



13. 



it' is reconnaended tthat institutions provide courses and 
trainijig' opportunities to encourage the entry of minority 
and' f eiaale employees into supervisory, and administrative 
positiojis. ' . - 



m 

L 



Institutions initiate and- maintain a closer /wo,5king^ relation- 
ship and^nformation exchange with public ^chbol representa- 
tives regarding academic, and career>trends , especially as 
they affect minorities and-^nien, ^ . , 

• ' "^'^ • > I ' 

All institutions plac^ funds only in those local banks that , 



lend to theil: students and that do 



bftsis. 



so' on a nondiscriminatory 



Where there is a nee<3l, instii^utions Assist campus and coia- 
imlnity orgaijizatrons in the orgariization of day-rcare facilities 
■for students with children. 



•Every Illinois institution, governing boardf, syste6 office, 
(^ordinatTng .board and related ag^nc/ esi^ailish an af f innative 
^tion plan which addresses in a cl^^f'an 
manner alJL details, and aspects. prescrib«H.n f ederal- guide- 
lines:: Furthermore, each Should -^tyt^air^-^xs^ 
progress report which' indicates ^is prbgrass made tdward - 
goals outlined in the, affiriaat^e action- plan. . Included in , 
heJa^tsua). report ' should ^ ;<^mpara«ive salary data ,by race 




and sex. 
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,14. All Illinois institutions,, goyfeniing boards, system offices:, 
coordinating boards^ and 



encies /f il6 an EEp-€ ' 



flbmpiianqe -report (Higher Education Staff Information report) 
with the appropriate federal agency !and with the Board of 
Higher Education* 

All' goverj^ing boards Schedule , 'as a regular agenda itgm, af- 
f ifq>ativjb actib-n matters., including progress against, aif irma- 
tive action goals and cfbj actives. 

Affirmative action reporting systems be tie^,, but not lijnited,- 
to the budget review process by 'all goverriing boards'- and the 
Board of Higher Education, and that the Board of Higher Edu- 
cation appoint both °ah* af fixative action staff and a s^ianding 

Affirmative action committee to montit'or affirmative action? 

'■ ' . : • .- / ■ 
progress, in Illinois' higher education. 




CHAPTER II 




THE GURRfiNT'STATUS OP AFFIRMATIVE' ACTION 
A. GENERAfTlI^lffiSSIONS.' 

• V . ■ ^ . ■ 

'If current conditions- and practices continue unchanged, nei- \ 
ther the. findings about the present status nor the -forecasts f6r 
t^e futufe of affirmative action appear Very optimistic. Only if 
institutions re-order priorities, work at changing Attitudes and 
use differently the dollars they are committing to affirmative > 
action-related 'fef forts will we see any significant movement toward 
equity in employment qpportunities and education for all persons 
of potential in Illinois' public colleges and universities. ' > 

Today', most of the institutions have desigrtated an 'affirmative 
action officer. Most have re-worked their policy manuals to re- 
move discriminating language,., and to insert .sentences declaring 
themselves-nondisfcriminating equal opportunity . institutions . Most 
now resp9nd to the once-a-year federal con^liance r,4ports. Most > 
have* prepared a written policy statement declaring their good in- 
t;entions. Some have- a written- affirmative actionr plan. Only a 
, few make annual affirmative action progress reports to their 
governing board's. Mor^ eacji year are 'faced with grievance cases . 
and legal Suits filed by individuals. Few) if any appear to 
assign affirmative ac£4on high priority stattis.. » 

The Committee's impression^ is that the bulR of present 
efforjts is spent doing what ik minimally, required to comply 



with-, th^ letter of the law, to maintain ?ippearances and to "defend 
the institution in grievance procediares. 

Institutions 'have been teticent about assuming the leadership., 
for p\jibliclt reporting their ovm affirmative action progress, or 
lack thefeoA This has' invi€|||| growing numbers of inquiries ^^tn^_^- 
suirvey requests , to be made of ' them by national, state and on-campus 
bodies. Administrators gave the impression of gru^ngly respond- 
ing to most of these requests at first, often complaining about 
the time and money involved. The current response t;rend is passive. 
' r^sistance~a long delayed response from some, an indon^lete or 
partial response ftcan others, and from some nothing. 

- T^e^titudes of .administrators toward affirmative action is 
' lent support l>y the failure of the Department of palth. Education 
' and Welfare .(HfW) , a federal compliance agency, to .enforce federal 
regulati6r}S and gui^lines^ It seems unlikely that HEW will exer- 
• cise its coo^liance autbor™ in^ilny significant way in the near 

future. ■ ^ . ' 

. • -» 

Cur^^ant economic conditiqns and the tapering growth of higl\er 
" education add to the bleak prospects that rapid progress will be 

•'made. Even under the mos^ ideal conditions, certain aspects of 
« affirmative action can acivance 410 faster than permitted by the 
time 'constraints required for their own metamorphosi 

The outlook for affirmative action can bei more prOTiising 
."■'*■■.. " - •> . ' ••> '■ ' ■ 

it will require more commi'tment and concerted effort of Illinois 




- — — — — , — - 

ion. administrators and leaders to make it so. 




B, SOME STUDY FINDINGS AND OBSERVATIONg 

As part of its review, the Committee, asxed IBHE staff to 
examine dociments on hand in the Board office for additional data' 
applicable to its study topic* Appendix C dpntains.a selected • 
list of documents exandned for usa||>le data and information. Pre- 
sented' below are findings gleaned f rOTi five studies and some of 
the general observations extracted from some affijnnative^aqtion 
reports. The studies address the subjects of student enrollioents, 
degrees conferred, faculty remk, and saleuryV* adniinisrtrative titles 
and salary. All of the. studies ahd surveys exciept thos^ qiWicem- 
ing studetjt enrollments follow the pattern of ookt, ?L£ ni^ all 
naticmal stttyeys to dite — they do not inc^jode data on aiinQrities* 
The'^Coimnitte^^'S minxjoal ddta re^^din^ 

minority employjgt^. The testimiony it ^received indicates tijifM:^ 

^ . . -^^ : ^ \ ^ ^ v.: • 

is ;avlack of^ opportunity in employment. ^ . V* 

\ Comp3Liance\yeport of IiistitutionrjOf Higher Education ^ 
^ Onaet Titl^vyi bf t;he civil Rights^ Act of 1964 r^d 
\ title IX pf:v>^ gducation Aiwidments of 1^72: Student 
Enrollment sjrvey, Ffll 1974V Office for -Civil Rights, 
^ / ' D9|>artm^t of H^ailthr Eduqation ^and Welfare , 19^4 . 

All thi^t^en.b^lic^StaiiS^ers^^ 5md twexjty^aeven o^ * forty- 
eight public Cbmn^ colleges craiipleted . SiurtpejT** Th^ survey 
^ reported; enrollment <l^a 1^ ^fe^and^race j^iJ^ study • 

\j(See Exhibits 5-^10 in Appendix bJ • comparfng\ the -percimt^^^ 

rblack,. American ihdi^^ ^fc^iaij. .luiw^ and Spanisli-Sumamed^ * 



American persons in the student population to their^perc^ntages .^yV 
in the total Stat« pppuUtion the following' trejxds appear: \ 

- - • . ■ ^ ^ ■ ■ ' : . , ' ' ' ' . ' ^ ' 

1. The percentage of blacks. enrolled in public, ufliversities . . 
(9!3%)-is. less than th^ proportion of blacks in the total . 
Stite population (12.8%), whereas, the percentage of « blacks 
. en^olll? at community colleges (13.6%) is greater than the 
proportion in^the State popjilation. 

2 The -percentage of . American Indian students enrolled in public , 

• unive?sili6s^a9%y .and'the percentage of American Indian 

• ^identf broiled ifi -^ommunity colleges t .25%) approximate 

the same percentage as ^ ih the State -population. ( .1%). ^ . 

3 Asian Ai^erican enrollmentsX^r public universiAes- 
subtly above .the ^rO$>ortio^ of Asian 

population Ca^y and .t*ie populatio^r-proportion is approxi- ^ . 

• S^?ely the same] as the p^rcenta^fbf Asian Americans enrolled 
in community cdlleges (.29%).* \ 

4 Both the public university percentagVx(1.2%) and the com- ^ • 
' - • SS^Sty college per;:entage- (1.4%) of Sp^b-Sumamed students 

^ ^oilecLls^elow the- proportion of SpanWsumamed an the ^ 
tot^l state population (3.4%). \ * . 

•Rie per«entag4 of total females (minority andSjajority) en- 
•rolled n^pSiic universities -(45%) and the Per^ntage enrolled 
S-.coitou[r^ty colleges (Sl.2%) are below the.propo^on of 
• ^?es^ the StaL population ^ (51.5%). ^'^^'^l^^^^^l. 
■ percentage. of total males (minority and majority) en^ed in 
^Uc universities (55%) ahd the percentage 
SSnity colleges (48.8%) &re above the^oportion of m^es 
in the State population MB.5%) . 

■ •;• J' '\ 

- ' When examining fetoal^ student finrolli|ents by fields of study 
the fields chosen most frequently by females were education, 
business 'management and social science respectively. 

■". "Enrollment by program level shows the following trends: 

1. ' Bachelor Program 

The first choice of male students is business management? 
s^ial science is their second choice. First choice, for 



5* 
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^emal^s is education^ business inanageineiit is most frequently 
V /^'tfieir seqond choice. - - . 

2»y:Mdster Program • , 

/ 'J The same trends exist at the master level as-at the bachelor 
. level* 

3* Doctorate Program 

Males most flreq\iently chose physical science first and social 
science second. <Pemale6 still chose education first, but 
they chose social sci^ence second. 



First Professional Program 



Males and females both most fr^uently chose law first and 
. • medicine second* . ^ ' 

\ ''^* . Part-time Graduate Program ^ / ' 



Hales are scattered among jeducation, business management > 
sogial science, engineering 2md biological sciencie* ^ Females 
ar^ concentrated j^i^^st in education emd split among busi- 
ness management/ and biologicfal science as a second choice* * 



Enrollment of minority students for all fields of 'study indi- 
cate that males chose business management, education and social 
science respectively, smd females chose education, social science 
and business management:, respectively . ^roljment of all minority 
stpdents, male &nd femal^, .by program live 1. shows the following 
tfend^: ' . ' 



1. Bachelpt Programs- 
Minority students chose business management, -education and 
social science and biological^^science most frequently • 

^ Master. Program • . 



top four program cH^ces of minorities at the master 
1 are/business management, education, social science 



The 
level 

and sociaifl work. 



r ■ 
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3. Doctorate Program . 

Education, biological science, and social science werer ge- , 
lected more frequently by minorities at the doctorat^ level. 

4. First professional Program - . . 

Law ix Chosen first and medicine chosen second among 
minority students in' first professional programs. 

5. Part-^time Graduate Program 

Minority students chose education, social science and bio- 
logical science more frequently. 



2. Dat a Book on Illinois Higher Educatio n. Aprn, 1974, 
and April, 1975 , State of Illinois Board ot Higher 
Education, 1974 and 1975. 

V 

The Data Boole 's tables on Student Characteristics Data give 
a two-year look at -student enrollment trends. . The change in . 
student enrollment at public universities from Pall 1973 to Pall 
1974 shows a numeric increase in the total enrollment (under- 
graduate and graduate) of blacks. Oriental Americans, and Spani'sh- 
Surnamed students, and a numeric decline in enrollment Of American 
Indian students. This trend is the same at public universities, 
when looking at the percentage increase in the student enrollm^t. 
The change in student enrollment in the community college sector 
shows a numeric increase for all races. However, the percentage 
change ..in student enrollment shows an increase in black and 
^panish-Surnamed students -and a decline in the pf^cent. of American 

I 

Indiem students. . 



3. . .. A ^act Book Higher Educations ^Earned Degrees , 
" / A iiuv-tgan CoulicilSn Education , 1974 . 



This report - shows a histoxrof earned dfegr«es in €he United 
States by program level and sex. The national trend in, degrees 
earned annually from 1961 to 1972 khows the following: , 

1. Bachelor 

Percentage of females receiving a bachelor .degree Increased 
from 40% (154,377 degrees) to- 44% (390,.479 degrees) . The 
male percentage decreased from eor (22&,445 degrees) to 56% 
(503,631 degrees). 

2. Master 

Percentage of females with a master degree increased from 
• 31% (26,184 degrees)' to 41% (102,689 degrees). The male 
percentage decreased from 69% (58,705 degrees) to 59% • 
(150,085 degrees). . . ' . 

3. Doctorate • * 

> • , * ** ' 

" Perceritage of females with doctorate degrees increased from 

11% (1,245 degrees) to 16%" (5,274 degrees)^. The percentage ^ 
- of male doctorates decreased from 89% (10,377 degrees) to ,^ 
84% (28,095 degrees). 

4. First ProfessionaL . • . 

Percentage of females- with ar first' prof essional degree de- 
creased from 11% (4^093) to '6% (2,753 degrees)^. The per- 
centage of males increased from 89% 03,570 -degrees) to 
94% (41,021.Jegrees) . 

Con?)arable d&ta regarding minoritifes were not included. 

4, sal aries in Community and junior Colle ges, 1973-74, 
and Salaries in Universities and colleg es, .1973-T47 • 
- national Education Association. ■ 

Data submitted in the ^survey substantiate the observation - 
* that few womai are in. administrative positions, andJLn high-level 
administrative post? in particular, in lOlinois pi&lic colleges 

* * Z '■•*'• I 

and universities. Seventeen of forty-eight Illinois public 



commianity" colleges responded to the NEA sxirvey. Women comprised 
13.3 percent of their administfatrj.ve staffs and were con9entrated 
in positions of Chief Librariali, Registrar and Dean .of Adult Edu- 
cation. The average ^alary for commxinity college women adminis- 
trators was $16,995; for men, $21,092. Eleven of thirteen public 
Illinois universities responded to the NEA survey. Women comprised 
6.1 percent of their administrative staffs and were concentrated 
in positions of Dean of Nursing and Dean of Home Economics. The i 
average salary for xiniversity women administrators was $22,437; 
for men, $28,335. The survey did not request similar data re- 
garding minorities. ' ^ 

5. I Mean Salaries 6f Employees In Institutions of Higher 

1 Education , Higher Education Ceneral Ii?formaticn Survey 
V I (HEGIS) , U.S. Office of Education, ^74 . 

- " > " ^ ' ' • ■ .. - ■ ; > 

The U.S. Office o£ igducatiori>g^HEGIS survey reflects- salary 

data by sex for faculty on a 9-10 month fiontract. This informa- • 

tion was submitted by all Illinois public universities for 1974-75. 

For Illinois, the HEGIS data shows that women faculty are predom- 

.inantly at the levels bf assistant professor, instructor and. 

associate professor respectively. Generally, male faculty eeum 

more than female faculty. However, the lack of fiat a regarding 

all factors related to salaries-, plus tiie dit^r^ortionate Rumber 

of „ men to women in any one rank make more specific salary corapari- 

0 . . " 

sons emd conclusions inqpossible. 



13' 



( 



( 



6. 



/ 



1974 Affirmative Action Reports of Chicago State Univer- 
sity . Eiastern Illinois Univergity, Governors S tate Uni- 
versi ty, Northeastern Illinois University and Western 
jlTj^ioU^nj^ FsIty to the Board of Governors; ^nd.l974 
A^firmative~Aci:ion Reports of Illinois State University, 
Northern lllin<>Is University and Sangamon State Univer- 
sity to the BOcird of Regents. T 



Board of Governoi+s iind Board of Regents institutions reported 
generally that: (1) womon are underrepresented in administration 
and that women receive lower salary; (2) women are found in lower 
academic ranks; (3) ther i is a clustering of people in certain 
^ivil service jobs (e.g., clerical is mainly female); (4) there 
is a lack of upward mobility in administration, faculty and civil 
service for women and m:.norities; ahd (5) there is, a need for ad- 
visors and counselors tb encourage women and minorities to. enroll . 
in discipline areas whilch they traditionally, have avoided. _ 
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CHAPTER III 



AFFIEMATIVE ACTION BARRIERS AND - 
RECOMMENDED COURSES OF ACTION 

AS a first step toward the Comiaittee • s identification of 
barriers to" affinaative action, a survey questionnaitd was mailed^ 
to 759 persons directly employed in or concerned with Illinois 
higher education. (See Appendix A) . The survey responses provided 
the foundation fo^ further committee study and discussion. All. 
available data, documents and reports at hand were revi^v^ 
interviews were sought for further en^i^li^enment about e^ of the 
barriers identified most frequently ik the survey. From Wthat 
it reviewefl, the Committee selected fi^e general groups of barriers 
for- discussion in this report. :niey are: ^ 

— attitudes * 
pre-employment pradfcices 

— employment practices 

— student enrollment^ 

— public accoxint ability 

Discussion and recommendation for removal of each follow. 

"The committee considers it possible for institutions and 
fcoards to rid themselves of the following barriirs witW^n the next 
- few years. This does not mean that.institutions • ,aff inactive. ac=-- 
tion endeavors ^should be limited exclusively to the topics and 
( recommendations set forth in this report." The recommendations of. 
thir-xeport are. not intended or presented as being all-inclusive 
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A. ATTITUDES 



Attitude^ are th^ major barrier to- enddng, discrimination and 
advancing affirmative action in Illinois "rtiqller eduoation . . The 
pervasive institutional attitude toward af f irmati>e,^tiori' ranges 
between neutral and negative. It is reflected both in how and 
what is or is not said and done^ and thereby communiicates the 
general lack of value and status assigned to affirmative alction 
throughout our system of higher education* Neutral attitudes to- 
ward higher ^education's affirmative action obligations surface in 
such comments as: "I know there is such a thing — have some vague 
idea of what it is, but it is nothing that applies to iis^ It is 
someone else's responsibility. There is an office on campus that 
handles that area." Tha more negative attitudes emerge in such^^ 
conunents as: "This is another^^^eral* inf ringemenjt^^^SC^^ 
tutional iautonomy. It fpr6es us to- lower oi^^^^^^ndards. Ik is 
nothing more thajK-^^^ot her some, costly exercise." 
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If^Y their attitudes, members of a bo&d of trustees convey ' 
^to a president their \inreadiness to approve a black , a latino^ 
woman for an administrative position, chances are good In^^Ke^ 
near future^ that such persons, no matter how qualif ied^^3jzitl not 
be recommended for an a^ainistratiye post* ^^^^^a^^tSfiief campus 
administrator takes advantage of ,a fprmsffjjeeting with his college 
deans artjd other camp^us leaders togA^Jl^a^ that the_only dimensioi 
he sees to affirmative action/^ its infrii^ement_on institutional 
autonomy, chances ate good that affinnati^ action will consist 
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largely of- report- filing and other perftmctory matters on that • 
can^ius. . These-'-two ^ituatipns are not ,f ictitioias . • They are. first- 
hand experiences reported, by respondents to the survey conducted. 

' ' • . ■ •.• \ /•."'•• 

•Responses received from institutional officers to the same 
survey add to one's concern about leaders y attitudes toward affirma- 
tive action. Asked to participate in the; survey were system and 
agency heads, chairpersons of all goven^ng bo^ds, .arid^all presi- 
dents and chancrellors of public .college^ and universities in 
Illinois. Over half of these key leaders did not reply. Of those 
jwho did, about half of them gave one of two "replies :. (a), they knew 

of no b^rr^ers to af firmative action in employmeflt o^ student ,en- 
/roll^ia^ts^ -or (b) they dismissed the question with tWfe' aj^iswer that 
^their institution has an affirmative action plan* or officer -or policy. 



Among thevfesporises-^ faculty and nonacademid employees who 
participated in the^sufvey, attitude w^s one of the most-frequentrly 

bapriers to affirmative action. As might be 'e?:pected, 
attitudinal problems also underlay maby other practices which re- 
s pondent s identified as barriers. Included in these were: sex , 
stereotyping jobs; ths^insensitivity of supervisors to. problems . 
fac ing^jh^ jg^'^inority and female/employees; the overburdening of 

aeivand minority faculty memj^rs with on-can5>us service actiyi- 
'ties, but 'deman,aing research and publication for.-.tenur^ and promo-- 
tion; using lo^-^^ vertisemeftts as window-dressing; requiring 



^tratWe experience of minority and female candidates for 
''^^^yctr-tcdxa^^ post: ^en~ the same qtialification .is'^ not required 
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consistently of white m^les; art institution's out-right refusal 
' or making it very difficult for interested persons to gain acces^ , 
*Tt€r affirmative afctioa-related data. 

The difficulty of obtaining data V^as experienced first-hand 
by tfl^ study committee. The ComiSftittee requested- data from Syst^^ 
offices; coordirtating boards' aftd agencies regardiilg their em-* 
pldyees. Responses to thi^*^ request provided further insight int6 
^he stibiect of attitudes. Three offices provided all requesl:Bd — 
j,nformation. One ^^bmitted the major portion of the recjueste^ 
datp. Tvio. of f 4<5es submitted self-selected items of information' 
wliich were^>fisufficient for analysis. Two offices did not respond. 
In shortV those that provided the least or no information together 
accojmt for the governing system offices of all thirteen public 
{iversities. . 

It appears that the actions and statements of key ^institutional 
officers/' in casual ^s. well as formal situations, are^elping to; 
construct and reinforce an institutional atmosphejfe p% attitude 
coneensus. ;if its leaders do not assign priority, to affirmative 
action afif an institutional value and goal, affirmative .action will 
not be embraced as an institutional value by 'the rpst of the »com- 
munity. • . ' ' '/ . 



Recommendations 



* The Committee re commends th^tt ; 

- ■■ — — " ' ^/■■ 

i: affirmative action be assigijed priority /as an instltur< 

rx^r-^^ tional valujB'of and by all Illinois, higher education agencie^^ 

.EjvLC ■ 24 • • • 
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offices, toorainating and governing boards, colleges and univer- 

sitiesj . >. , 

2. the Board of Hj-gher Education adopt the above recoinxnenda- 
tion -a^/^one of the primary goals f oijr^Illinois higher education in 

-Master Plan rfiase IV; • . , _ ' ' 

3. the chief administrative d^icer of eachrsystem and* 
campus affirm .the value the institution is placing on heightened 

efforts to assure nondi^iminatory practice's and to advance . af- 

■ j^gf ' . 

f irmative action>^ ■ /■''^> 

holding accountable all administrators, academic , 
^onacademic, for affirmative action progress^ or lack 
thereof' in their unit Of area of .responsibility, and 

(bi establishing special provisions for affirmative 
acjbion in the institution's budget 

Implementation Guidelines « 

As a time gui^eiini ^or- implementation. Recommendations ,r, . 
2>and .3a. reasonably could begin immediately.^ Recommendation. 3b 
could begin 'With the P1C1977 budget, 

\ Other .Suggested Courses of Action 



-7 ,. 



1. Top-level administrators could do much to^onyey the 1 
iiaportance of affirmative action as an institut^l value^thl;o|^ 
their day-to-day! informal conversations with, c^us personnel,. 
NoliSg to a colleague tlxe^uccessful affirmati^^action efforts 
of Department X c^^^c6m5y what ,Xs 'institutionally valued as ef- 
fectively asjoailing theTcollea^ue • s attention to- the research • 
" ed bv ^Department Y. • . . . . 
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2. Chief administrators may find it useful, if not neces-- 
sary, to develop and announce incentives to encourage administrators 
at all levels to fulfill their Responsibility to establish affirma- 
tive action as a priority concern. In turn, it would be advisable 
also to infom them of the conseq.uences . to ,be enacted should they 
disregard or r^s^t the^J.nstitutipn's affirmative action obligatidrfs; 

3. Institutions are urged to assiime leadership in heighten- 
ing cotnmunity awareness and encouraging a positive response from 
the libcal community to such problems and needs^ of minority students 
'faculty and Staff as hbusijig, banking, Other business services and 
the support that issues from positive action. 




,B. . PRE-EMPLOYMENT PRACTICES ^. . . • 

Institutions, thtough their affirmative action offices, have 
made attempts to review their written P9licieis and procedures and 
to alter, or abandon those considered discriminatory or arbitrary. 
Some institutions* affJprmative action off icejr^.^aJLso have attempted 
t<5|^ introduce new procedures as part of the. institution's compliance 
efforts.-' Despite those procedurj^V this stud^ identified Several . 
pre-employment practices that a'^cSft as barriers ^ affirmative ^c- 
tion. Two of th^se were cited 6^ often by survey respondents that 
each is treated "TseSparately. below\ The remainder are discussed as 
a' group 4n a following jthiifd section. /• - • ^ 

On-Campus Job r Advert is ihg; Inadequate or Lacking . 

ilk' ' ^ . / ' \ ; • ,V" . ■ ■ " 

The ^eed-'for ori-caifiipus joB-<i4vertising issued fr6in a 
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number of related circumstances, practices an4 needs. Adrairiistra- . - 
tors consistently name three circumstances that £m|^e4e their \ 
affirmative action efforts: the small pools of qualified^ lainori- 
ties and woipen, a declining rate of job turnover and of 



newly-created positions, 'and biftgetary constraints. What are 
«^idoBi* mentioned by this group are two of the opportunities their 
ow!a-:<iai>uses provide: an atr*|ixd pool of employees who have 
quaUfications for positions other ^KSm^^se they hold; and in 
the case of universities/ the annual pool of xoagt^ys and doctoral 
graduates" being produced by the Institution. Also not generally 
mentioned are those administrative po^itiqns, ^^e newly-created 
as well a^ established ones, that are being filled without an^r , - 
formal recruitment,- announcement -4^' search procedures. 

Whkt administrators apparently have overlooked is the oppor- 
tunity* l^o make more and better useWf persons on their dw^ caii5>uses 
To do so requires making employees and giiciduating ^students aware 
of pn-campu5| job opportunities. . 



•» ^The Co^ttee found two ^ncpuraging indicat4^ons that some 
institutions are aware of the^1l|j|^or on-ca%)us advertising:^ ^ 
the rec^^ition of ^uch need in sOT^fcniversiti^j^' affirmative . • 
action plans ^. an^pme institutions' attempts \o p5<^vide on-canpus 
advertis ing at ^east - of hewj^-created * positions . > However , the 
frecp^fiDcy-Mi^ which the Commite^e^ard about the lack) or i^iade^ 
qiiacy of Aob Advertising on many campuses suggests the continued 
need at each institution for a sj^sHem of^on-canpus advertising 
that iS.:inclusiv5 of yafl- jolas' avail^le>^idely. broadcasted fgong- " 
a^eiployees and graduating student«.> and presented in a regulai:, 
.coAtinUing find r^aidily-id'entlfiatrle tormat., . 
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Recommendations ' ' 



The Committee recomnends that all institutiohs T 
advertise on-campus in the campus/newspap^r or otter weekly 
print media, all available jobs in a^nistration, faculty and 
nonacademic/civil service areas. It is further recommgpded that 
a complete description of the advertised job and .its requirenents 
be placed on file for use by prospective on-campus applicants as ^ 
follows: (a) all advertised positions-in the affirmative action^ 
Office and the graduating student placement of fide, (b)^ all pivil 
service/nonacademic .positions— in the pe^HoTuWl uX£i«ft^c) all 
administrative and faculty positions-in the specifib department 
office. 

Implementation Guidelines 
The above recommendation should .beg in in calendar y ear 1976. 



2. . Job Stereotyping . . ^ ^ ] 
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* aoh stereotyping is particularly prominent in t'K^ civil- 
-service/nonacademic ai4h, and is one evidence of the attitudinal' 
. prpblems discussed earlier. It is a way of thinking and the per- 
petuatTon^^a system that assumes certain types of j^s^re J_ 
primarily "for specific groups 6f people. Accordingly, min^ities 
^tend to be clustered in 4o8ft nonacademic job classifications 
designatefl as"^ service occupations InslJAutdons V clerical jpo^^^^ 

>■ tioii? are «issigned almost exclusively to vc^n. White males , 

• ■ • . ' • . — - • - . ■ " - • 



dominate those job classi fications designated^ 
managerial and as skilled crafts. 



The ad^nistrative office of the diversity Civil Service 
Systen^ (UCSS) reports tiiat it is att^ting to eliminate, cultural 
bias from its examinations and to/temove sex designations in job 
titles. A UCSS representative t#ld this Committee that, to ^a-te, 
. these eflorts have been concentrated in such job classifications 
a& clerical, custodial and food -service areas which, together, 
constitute Voughly fifty JJercent of all OCSS jobs. These cor- 
sectional ef fprts need to continue without delay so that all 
' 'classification examinations are free of bias and all job titles 
( free *jf sex stereotyping*. . ' , 

Another seribus. prokem ifr the job ' stereotyping don.^i^ ^iire- 
employment interviews^ by infititutionAl personnel, notably inter- 
viewers in nonacademic personnel of f ices and'- supervisors in both 
•^onacad'Saic and afca<i^o units' As a^r^sult^ most nonac.ademic , ; 
> ■^•h applicants never know the full rLige of opportunities that 
.might he* open to than at. the time they, apply foif work. Secondly, 

job classifidatitjns continue to be over- or underrepre- 
sented with minority ajid female employees. A»d ignorance of 
other opportunities within the systert continues"-4;o exist amon^„ . 
those persons ' employed in it.Q . , • . . .. * 



'ihe aff irmative actioa plans and Xiepojrts o'f spjfe. insti^tftt^ons 
. evidence an awarfen^ss^ pf job 'stereotyping ferac?frices pn their 
.. • . cipuses'. But, in the witten, affinnativ? action PlMS.of one 

Er!c J \ - r i.. : 29"" • ' " ' 
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— -decisTons, cotrtsel 'and conduct of- administrators supervisors » 
and job* interviewers which evidence sex and. race stereotj^Sd con- 
cepts about job types." * * * ' 

^ -* 

Implementation .Guidelines 

^ .• 

... ' ; ' 

- Zn^lementation of the, abbve recommendation should begin m 

' calendar year ^76. 

'* 3 / ■ Ot^er Pre-Employment Practices . „ . ^ 

a. Lack of written pblici^ and ^roc6dure& .- • ; ' . 



In many instances^ institutions* affirmative .action 

( obligation! are being ignored in the procfedur^ s .used to 

search, recruit and. hiref persons for administrative eind 

faculty positions ;i Some hiring is Being done without l^enef it 

of search committers ortopen searcit; scwne securch effoiyts are 

bjegun without written descriptions^ and reguirepaents JEor the - - 

^position; some written job descriptions continue to be disrr^ : / 

/ criminatory in the language used; and sbme institutions have' 
/ / ' , 

^ no ine»ns for determining a department's adherence to affirma- 

tive action procedures other than an after-*the-f act report. 

. - Dfiless, and until all potential search committee mem bers are 

informed i^i vnriting of the af fixative action requirements 

rWlated to these pre-en?>loyment procedures, .arbitrary search* 

-ind recrtd^tment practices will continue, whether out , of re- 

• \ .sistemce to or ign^ance of affinaative Action obligations. 
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'* * ReoOTimendat ions 

' - • ■ . " . " ■■■ ■ \- . 

It IS reccanmended that each institution : ' \ 
^ — ^ " . \ 

.esteiblish a written policy^ which is made known to all au:a-- 
demic en?>loyees; that stipulates those procedures that must 
followed to conduct search, recruitment anA hiring for academic^ 
positions. It is further recommended that all departments and y 
hiring units be provided written step-by-step /details of^ the pro- \ 
cedu^e^ ^@t forth in the above policy statement*. 



Implementation Guidelines 



: : ^ W6rk on; '^Se^deVeidpJteht pi the Va^teh "policy larid the proce- 
dures shc^ld beg^ ft ono^ ixi ^^^ 

vbaads* 6f< designated perscHuxpl oil or bfefore the stfi^H: of the lV76-77 

acadeanic "year, f " : - -X- * 5'; 

' , ^ .- ^ --^ ^- * 

bV \ ' job advertising > . 



V Colleges, and uni-^rsities hav^- been encouraged by 
federal guidelines .'to advertise tfdniinistrative and 'faculty 
positions- in scholaSrly journals &nd in higher educatipn "hews-*- 
papers such aawfche Chronicle of Higher Education ^ as well as 
other priut. mediae The goo4--faith objective. of such adver- 
tising is to ^tend opportunity to a wider audience of 

qiialV^ied candidate^.' * The unsatisfactory experifsnces df 

'.^ ' ' ^ . ' ' ' 

persons who respond in good' faith to the ^.^dvextisements are one 

evidence of some institutions* misuse of Unfortunately, 



, --^v* ^ ^^^^ 
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' ■ many institutions appear to be placing job-opening advertise- 
ments for quite a different reason— that is, simply as an 
involuntary con^)liance formality. Beginning research find- 
ings confirm thisu^^ ^ ^ . « 

Recommendation 
It is recommended that ; 

in view .of indicators 'that some off-campus advertising of 
' ^obs is. mere window-dressing, boards and i nstitutions m6re closely 
monitor' advertisements placed in their names, and taka^atever 
action possible to prevent advertisement placements that abuse 
f , aff illative action (principles, 

^ ' - : f ■■ ■■■■ ■ ■ ■ ■ • " 

* I Intplementation' Guidelines 
■ The at'ove recimnendation should begin in catendar year 1976. 

. . c. Unii/ersit3^ Civil Service "Rule of Three" . 



* A kUstantiai number of the University Civil Service 

. -■ ' System's regiilLations and practip6s fall at cross purposes 
. with af finfetjiye actiop objectives. While it is th|.s Com- 
' mittee's opinion that th^ entire' complex, system of Universit^^. ^ 
' tivil Service rules deserves. careful study and review, the, ■ 
■•rule of threk" is one illustrative problem. University 
^ • officials relt heavily on written examinations as one pro- 
cedure for selecting candidates fqr most job 'cXas.sifi cations. 
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The, rule of three stipulates that those candidates holding 
the three highest t5it scores on the register for a given, 
job. must be certified to a prospective employer and that the 
;■ employing official must select as an employee one of those 
persons holding the highest scores. 

Minority persons do not always score well, on these 
written examinations, some of which contain , cultural bias. 
Thus, in soitie instances, the test is not how well the indi- 
vidual could perform the job, but how well she/he takes a 
test. Consequently, the "rule of three" has the. effect of 

M-* - * ^^^^ 

eliminating some otherwise-qualified persons from candidacy. 

Re cdmmendat ion 

It is recommended that the Board of Higher Education : 
take leadership in the formation of. a task force to conduct 
a thorough-going study of, the University Civil Service System, 
giving special attention to those aspects of the system, its 
rules and practices that impede affirmative, action. 

Ontil such a review is effected, this Committee recommends 

' * ! i . * 

that the DniWrsity Civil Service System provide options other 

than the. present combination of writt^i^ examinations and^ the rule 
of three whereby more minority persons can qualify for job ' : 
'classifications in which they are under- or unrepresented. 



Iinplexnentation Guidelines 

The above recoinmendations should be. initiated in early calen- 
dar year 1976 and convicted early in 1977. 

C. EMPLOYMENT PRACTICES . • . 

While the Conmittee has avoided focusing this ireport on long- 
term needs and affirmati.ve action goals, one ^long-range employment 
goal is of such^ major in^Jortance that the Committee feels it should 
be mentioned W ^t. least briefly. The need is. to increase sig- 
nificantly the r^resentation of minorities and womeft throughout 
.all levels knd ranks of higher education employment. ^ ^ 

Minorities and women are underrepresented and underutilized 
on most if not all of Illinois' higher education staff s~thos,e of 
coordinating aid governing boards , of system offices, agency of- 
fices, and two and four-year institutions. .They ate underrepre- 
sented at both faculty and administrative levels. Within . 
faculties, they are totally absent in some fields and disciplines. 
Those, that are in faculty and. administratj.ve positions are con- ^ ■ 
centrated in the lower ranks, and hold the lesser titles. The. • 
clustering of minorities and women in two .nonacademic claasifica- . 
I^ons was noted earlier> Regardless of lob type-civil servicd, : 
faculty or administration, Hispanic persbns especially are 
■ imdetrepresented.C ' - , 
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With all due respect to "labor force and financial coi^ditions, 
this Comitiittee concludes that omces, boards, and institutions have 
not made serious efforts to search for and consider qualified 
minorities and women for the few positions they do have open. The 
Committee also feels these' same bodies have not made the necessary 
efforts to advance those minority and women administrators, fac- 
ulty and nonacademic employees who either hold the qualifications 
or show potential for assuming higher- level positions of respon- . 
sibility. > . ' > t 

The remainder of this section addresses those 'employment 
practices that, are barriers which the Gommit^tee believes can be 
rectified in a short span of tilae. 

♦ 

' 1. Salary Practices . ' ' . . 

■ Salary inecjuities do exist in Illinois, higher education. 

llnequitable salary disparities exist in individual instances for 

/women and men of all racial-ethnic groups^crbss ail levels of 

'oaployment— administration, faculty .and civil service. > However 

* * • i-X — 

the probla^ appears to be most evident , in women's palarijes, both 

in frequency of inequity and degree of salary disparity .| 

Salary data available- to the Conmittee .are . not comprehensive 
. enough to state categorically*that there is a widespread pattern 
^Df salary inequity^ Howeyer, the following factors indicate that 
inequities do exist: - - » ^ . 

' a. , data and problem analyses .contained in .institutions' 
affirmative action plans and studies, . ^ . . ' 
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b. employee data requested and^received^y thi/com- 
oittee'frora Hoard,- system and commission offices, / ! 

c. information obtained through the survey/conducted 
by the Committee/ * 

d evidence of salary disparities between job classi- 
fications in the university Civil Service System, 

' e. first-hand knowledge of situations at several 
institutions > 

f. the findings of independent research studies done 
at several institutions, together with such reports as those 
of ?he Illinois commission on'the Status of Women (1973,^ 
1975), the Citizens Review Committee (1973 foij ^^HE) , the , 
annual faculty survey conducted by the Amerioan Association 
of University .Professors (AAUP) . 

/ ! TWO. specific aspects 'of salary-related (and promotion) No- 
tices impact especially on women and minority faculty members. 
Generally, decisions regarding the sal-ary increase or promotion " 
in rank or^university^ faculty v are made departmeptally, by faculty 
committees. Minorities and women are not always repreaented on 
salary, promotion and tenure committees. They, perhaps more than, 
white'males,.also are adversely affected by one practice in the 
' decision-making process of some departmfental salary and promotion 
'iomiaittees-the assignment of varying weights to , the committee's 

^ - ' » 

decision criteria. . * ' • , ' 

All university faculty salary" increases ,and promotions tend 
to be based, on considerations of the amount and^lity of teach^ 
ipg, community and campus service, research and publication, the 
/'^ > committees who make 'their dedisions at- the end of the teaching . 
^ year, often .appear .to' arbitrarily^ assign varying weights to the 
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importance of .one criterion ovtfr another^ f rom one year tP the next. 
The. result:- one year a faculty 'member may -receive litfcCW salary 
increase because he oi: she had, not published; the person -concen- ' 

trates on increasing his/her number of publications th^ next y^:^ 

I'' - - , " , ' / . 

yonly to learn at year's' end that the committee rewarded outstanding 

* ' " " ^ \' ^ 

teaching and public service. - * 



Since'' women and minorities already tend to be at the lower 
levels of rank and salary, thfey also tend to be the. hardest hit 
by these practices.' In short, th^ a#e:n5t included in the • 
decision-making process, and they t:end to profit the least' and' 
the least-often. from the, decisions made. ' • ' 

Recommenda tions - . ' - ; 

— ' ' ■ -r- — ' ' • • . 

It is recommjended thdt boardg- and institutions : ^ , 

' institute a system of iaiennial salary analysis, studies and * 

' \ ~ , . ^ . 

altematlngJiienniai' salary equalization plan—together with 

.corresponding bienytial rank and title analysis studies. ,aild...«q\iali- 

zation plan^ by wfiich to regularly reyipw ^nd make necessary ^ 

equity adjustments in salaty an4 title of administrative ^ faculty 

and^jionacademic employees;, ' . 



Implementation Gxifdelines 

It is suggested /that salary and promotion analysis ' ► ^ 

stxtdifes be conducted biennially .i'n odd-numbered fiscal years; and 
that salary and promotion 'equalizji^ion be done, in even*nuni>efed 
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years :•^ Accordingly,, institutions should begin salary and\ 



afTomotion studies in fiscal year 197.7.. 



Promotion 
~~r ~ 



4 



acti 



ces. 




As already ^^ugggste^.jLrC.th^. 
"and women also^exp^rien^se t>roi^J:idh irrequi^^^. '^n^J^^^r ^. 
they are clustered in rank, at the assistant prof ess^ J^yel and 
below. Advancements in ranH appear to be slower ,for^ them. than 

. • f . \ ^ * * 

fdx white mal^ST • . , \, / 

* ■ / 

In adminisl^tive positions, women anql minorities are under- 
repiesanted at alf institutions . ; ^ 'spme campuses, there are none ^ 
to be found in administrative ^i^s above thf* lev«t of ^aepartment 
head. Minorities, and women ^re being told by-^^isti tut ions th^t 
they miKt Uiave' tie terminal degree and prior administrative ex- 
perience tb. qualify for even the Ibwest, entry-level ad^w-ni^rative 
pbsitiohs; With institutions holding-, such expectsations , where are 
wopen and klnorities- to acg\|;r« the ne'cessary ejcperiehce? And 

: why have l;he same quaMfications not been uniformly required 

•of white males hired/for such ppsitions? 

■ . . 

Upward, mobility opp<5rtunijb$''6s for: <^vilX®^i^ vice ejRplpyees 
are elpecially^parse^-'fy^s^oted earijjes/fhe majority of minor i-^ 

ties and women^Th civil serVi9e jobs are over-repre3«tttred in job- 

" ' . - - •• 

classifications that are low-paying and limited in advancement , 

• * , • ' ' ' , - ' ■ ' . ' f , . . 

opportunities. Additionally, since there is jio compreh^ensiv*^ - 



, ;. ;pdsl-titon"cU^if icat'ion plan, job rfequitemehts are Vt consistent, . 
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between classes; and narrowly-defined pramoti9nal lines, togetjier 
yittt "heavy emphasis on seniority , . make mobility across occupatioiial 
lines difficult. It is not surprising, then, to- finti minorities 
hnd woaea either absent from- or notably underrepresented^Hr^uper^ 
visory^ roles, in jbbs where entry -is contirolled in effect by trade 
unions, and in other ^select, higher-payirfg civil service positions. 

* * * * * , ' ^* 

* • • ' . • 

Tending f irst^ to those institutional practices whi6h^ keep > 
' capable and qualif ie<I persons^ ipjf!^-={le\rel" positions may. provide 
a partial answer to: administrators' doncern^ aboyit the, small pools 
of qualified woaieh and minprities. ^ ^ • . 

Recommendations , ; 

*■ ' 11*' 

See above' recomraen4al5ions for salary practice .barrier . 

. ■ . 

■ . Irifelementation Guidelines 

ni^ll , as listecl-in^ guidelines for » salary, practice recpifi- 

.-«,.- • . 

mendations « ' ' . * , ' . * ' ^ 

3, Eijuiiiable Grievance Pf-ooedures . Needed * 

Bopafuliy, institutidnal*ef forts to re^ctify oth^r p«ac- 

^ , ■■ : "» • ; ''• ' ' ' *• : ..-^ - •% - ' . "' 

-tiees ^d n^daf*»set forth in this report; will diminish., in* time,. 

the need for* equi't^e^internar^ievance procedures. However, 

therb 4:s'a ne^a^' present for evefy institution to have||ec6rided 

< aa:<<fe>lfe!r aa :^cfaitabie *systgn o;f iiiWm^l^ grievance procedures 
' ' ' . • • ' '"^ • *■'.'' " ' ' 

wljitsh Is availabl^e to aincl which iB madfe fchoym^.tp ^all employees. 
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Some institutions'' have ho written, fornlal system of ,?.nternal 
grievance prO/<fbdx\res . Some who have them, have procedures that 
stop short qf . assuring the employee a fair hearing from^ an appea 
body that consists of persons other than those involved in the • 
decision or action being contested. 

Bnployees need to know hot just that there is an avenue of 
appeal, but also to know the stej)-by-step chronology of how to 
use *the,^ievance system. , . ~' 

^ • • ♦ 

Recommendation 
i 

It is recommended that institutions : / 
1. establish written, policies and procedures for^an internal 
''system of equitable grievance procedures for all employees. It , 
is suggested that the fir/al appeals body consist of persons other 
* than those involved in t^ie action/decision in question. Detailed. . 

steps to be followed by both the, employee and appeal's bodies in 
••such grievance actions ; should be'madp '^vailabl* to all;6oncerned. 



/ * 2. make provision through written policy for employee^ to 

• * "A' 

have access to tjieir personnel- files. ' \ 



Implewientatioh Guidelines - 

■ '■ ' ' ■ . ' ^- ^ . * 

" It 'id SMg^sllifth^th^- -ajjb^e ieqonmtendations ' be initialed ' 

and ia elTfeat ^io.l^ter'tlvan the-beginning of the 1976-77 academic 
year. . . , ^. ■ 
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A . • 'Other Employment-Pragtigfe Barriers ^ 



c-^^ . a. Tenixre. 



. Todavj. ii^titutions .9ML£?:c^^ few^f ,and ^€a?§;B 
. opportuni^ties for new faciilty members tjo secure appointments * 
. that are ten ure-'ti^^ack, positions, a^d, they are. denying- tenuri^ • 
to increasi^^nvmibers of those juni0r faculty who- have com- 
pleted the ctistoaoary probationary pferipd* Current institu- 
tioaal tenxire practicfes- atre at ,cross p\ir^dte6s, .therj||dl:e , 
- ^ "vith- their affinftative aiction goals and e^bVts. Newcomer 
'.minpriti^is and. women are of fectively . shut off from the 
security 'Offei;p^l Tjy' tenure; in fact> .they are often, given 
w/ ^oBtract^appoint^ne^^ dtesignated a? non-tenure . 

positions. ^ ' " \ . . ' / 

: Recomaenda t ion s; 

' * — " *^ ' . ' » 

, - - > • . • * s 

It is recomniended that the Board of Higher Edxication ; 
establish a task force to -study current teriure practices,- 
especially as they relate to. affirmative actljwi* ; * ' / • \ , 



* • / . Ing^lementation Gui'ditiinea* ' \ * \ 

It is suggested, that the abQve recoBooienaation be* initiated 
in early 1976" and C9nq?leted in eeprlv 1977* . : 



\ 
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b. ' Contracting and veridinc^ obligations . * 

^ Higher education institutions are not involved 

directly in the. hiring of those i>erspns employed by busi- 
nesse^"£ran whom institutions contract construction work; 
■ catering, custodial and vending services; or from whom t|iey v 
make purchases'. However, the contracts tjiey make for such 
goods and services do oblige them to be at leapt indirectly 
concerned with the employment practices of their contrac- 
* tors. An on-site visit to almost any- campus con ^ . 
project to visually sdrvey tffe^ racial-ethnic and sex coit«>osi- 
tion of the work force suggests that -thfr -contracting parties 
have not /given sufficient attention to their affinaatiye . . 
action obligations. V _1 V-'' \t : - . .1^ \- 

Reccanmendations 

Is recormended -tHat institutions ; .. ' 

review in advance of all . contractual agreements a co^y of ,1^e 
contractor .affirmative, action plan# and refuse to tyontract with 
companies having disdriminatory hiring practices. - 

^ IinpJ,einientation Guidelines 

It ii suggested that the above rfecoomiendlition be initiated 
in ca4^ar .year 197^. ' 



• -1 c. ' Pools, of -qualified applicants needed . *v \ ~ { 

As this study's survey respondents 'nbted so frer 
quentiy/ larger pools of qualified minorities andr women are 
needed from which institutions can draW applicants for aca- 
demic positions. iRespohdents also cited the following as 
contributing factors to , the sinall pool of women: historically, 
their advemced degrees Aav6 been in educatii^, ^e humani-.. 
ti^s. and the -arts ; few have administrative expedience? and 
fami;ty commitments restrict th^ to a geographical 'area. Of 
these factors, the most significant is likely /their fi^d^ 
' of dcwctor'al study.. J««»n9 _^.§spns cited tot the small pool / 
miiw>riti6s werjiti -diff icuity. i4wHW»^ <»hdidatefr jwhp > ' 

'offeifed to spnje have bfeeri'ttim^ dttwaif^ numbers eiitolled ^li, 
doctoral programs in the United States remaitt loVi and . 
qualified miiftorities are clustered in a few disbiplines. 



♦ I 



' Data taken "from a-_brief first i repoi?t on raci,al?-etimic 

^ - 0 * . . » ^ »,. » - , - 

groups receiving the doctorate in 1973 shp^ small numbers of 
that data. 

Clearly, the time needed to educate enough minprities 
and women—and to encourage their pursuit of* doctorates "in 
fields where tbey are underrepresented, inakes significant 
eatoahsion of institutions! applicant pools a ibngrterm 



•DATA ON 1973^0. S. CITIZEN DOCTORATE RECIPIENTS 
BY RAClAL-fiTHNIC GROUP 



. U»S. Citizena by Ricial- 
Etlmic Identification, 'Receiving 
Doctorates iH' 1973 

White . ■ ' - 26,U00: 
' BlaCk * - T€o 

OTTlcntal - ,. 320 • 

• Latin ^ . 22Q . 

American Indian iW 



\ 



1973' U.S.' Citi^n Doctoirate 
Recip^lent'9 ; ployed ±n^ 
Edttcatiooal -Trtstitiitlona ' 



lt)0> 
70 



* ■ 



P^centage Distribution ft Racial-Ethnic 
Grot5>s by Field itaofxg i973 U.S. Citizen' 
. ■ Doctorate ReciTiients 

aigr," Moth' Life ' Sbc Human's -f^ct- Edn- 

t Phys Sci ■ Sci Psych \Sct & Arts fessidns cation 



White 
Black 
Oriental 
tatin 

^iserican , Ijndian 
Total 



22.8 

1»2.1 
lU.8- 

lid 



lU.l 8.3 10.0' 17.T " »».3; 22.8 

9.0 a.9 . 6.5 - 3.1 ' 59.5 

2U.3 5.7 10.5 8.1 , 3.2 6.1 

15.9 9.1 8.5 26.7 V ^U.U 

lU.9 8.8 10.5 18. U ^ 20J: 

lU.2 8.2' 9^8 17.1 »*.3 2l*.2 



/ , 
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Source: -Connission on ^uman Resources, Hational Research Cqtocil. Mtnolidty 
Grogps Anbag 'United States Doctorate-Level Scienti sts. Eaglneers, 
. - 'e^d Scholars, \1973i Washington, D.C; Hational Agadeny of Sciences,, 
December 1971*. . ; 
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endeavor, ^ This is all. the more reason, thejrefpr^i' for Illinois 
instituti^ to ntaxlioiLfee th^ existing oppor^S^tl^s to* better 
' utili?e thp'|)ooI of qualified persons th,ey have at hand on 
their pampuses, - ^ 

• Becoromenda tions 

' ' ' t 

It is tecoinmende d that all institutions : 

r — = M 

1. . make the best possible use of their female and minority 

• • . ' * • 

ac^emig' personnel, ' . 

* > ^ • 

2. • encourage minorities and women (through tuition and , fee ' 

> 

waiver, released time, admina^Btrative training experiences) to 

... - > *H ' . • - 

acqxiire the education o^ experience needed to qualify them for 

improved positions within the ifaatitution, 



3. * recruit dnd retain as employees more of their own 
promising minority ahd female graduates, and 

4. redouble their efforts to recruit emd graduate more 
-minorities and women with terminal degrees/ especially in fields 

whe»e traditionally they have been underrepresented in both student 
and employee status. . 

Implementation Guidelines 

The above recommendations should be initiated during the 
1975-76 and 1976-77 acad^ic years. 



.( 
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^^ ^ ^^ Y^^ested Co\irses of Actpion * \- • 

zo Remove; Emplayroent Practice darners 

1, Salary and ProHiotiori Practices . . , 

a.' institutions are encouraged to instruct academic 
departmental salary an4 prcMnotion c ommi ttees to determine 
and make knovfn to all department members at the beginning of 
an academic year, what weights will be assigned to such • 
criteria as publication, teaching, community setvice in the * 
committee's end--of-year salary increase decisions. 

« ^ b. It- has been noted that, on .most Illindis campuses/ 
minorities and women rarely if ever g^ain entry to the 'higher- 
paying civil service skilled crafts and trades pcrsitiotta ; 
iahere entry i6 controlled/ in effect, by trade and craft' 
unions. . It is suggested, therefore, that colleges, univer^i- ^ 
ties and the University Civil iservice System administration 
cooperatively initiate steps to, resolve this problem, including 
persuiasive efforts to secure the . cooperation of trade unions 
^ ' , to open apprenticeship programs emd union mdnbership to 
V ' minorities emd .women. , , \ 

" . ■ -N " 

c. It is suggested further that institutions provide 
' iearner-traini,ng praprams J.n management and supervision as 

on6 means by which 'ciVil service women and minorities can 
• ' gain the skills needed to qualify for supervisory positions . 



D. STUDENT ENROLtMENTS 

' ~~\ '■ V 

^ The three most-frequently mentioned affirmative action betrriers 
.that have irtpdct on student enrollments are^' problems regarding 
the populati<5ii*size of minority and female students, academic and 
career counseling, and financial aid. Each is discussed below. 

1. . Minorities and Women .' ' . 

As suggested in. previous sections of the report, the 
recruitment, enrollment ^ retention and . graduation of , minorities 



and wpmen ffom graduate-level programs, fespecially in tcertain; 
field's, are a ma jo?: factor in t.he'rong-«-t'enn 'solution to two inter-' 
related probiems, • Prom 'the* perspective of mino.rity and female 
persons^ it means expanded employment opportunij:ies in addition ; 
to the oth^r benefits .education prpvides. Fbr academic institu- 
tions and .other employer^, it helps resolve the,, problem of . . ' 
inadequate pools of qualified applicants. • 

' •' • • • ■' ■ - ~ ■ - , »• • • * 

The enrollment trend over the last two years' shows numeric 

and percentage increases of all ntj-nctfities except. American Xndians' 

in the total enrollihents, undergraduate .and gr-aduate, in Illinois 

institutions. A not-so-encoufaging sign is another enrollment 

pattern for wom^n and most minorities at Illinois universities^ • 

the more advanced the degree program, the lower the percentage of ' 

their representation in full-time total enrollment, One might 

expect to find that the percentage" of minorities and "women re^>re- 

sented.in doctoral degree progranj* entollments would be" greater 

than thfe percentage .in first-ptofession&l degree prbigraias (i.e., 

law^; medicine,, dentis try ) , given the. broader range of subject/ 

fields offering the doctorate. This holds true for women, ndt for 

minorities. Thus, "while '.the tot^l nxirob^r of enroll^ minorities 

and women need' to increase at all graduate levels. It may be that 

institutions also need to gamine why they are not enrolling more 

uiiiiiprities in doctoral programs and why th^y are not enrolling 

more women "in f irst-j)rof essional^rograms . Data on J.974 Illinois 

student enrollments also reveal that percentages, of women and • ' • 



joinorities enrolled im part-time. graduate study (masters and, ^ • 
doctorate) equals 'or exceeds their percentage iji undergraduate , • 
enrollments! There ai;e insufficient data to know the reasons . ' 
for or the significapce of this pheaiomenon. ./ - . - 

- the undergraduate level, two items should pe mentiojied. • . . 
beginning, about 1969,' several ins titui;ionfe developed edubational , ' 
ass-istance progirams. These were, designed to provide a means for ^ 
helpiJag persons gain Access to higher education yhose prior , edu- 
catidnal and cultural. experiences were such that they would be ' 
denied entry as a studfnt through standatd admissions/fcriteria. 
To date, ^hfese programs primarily have ^bryed black students, 
l^erd is a need, for all" such programs to extend thei?: sferyipes es- 
pecially to latino students > and to. includfe' Latinos on their staffs. 
Secondly, institutions must guatd against 'the attitude. that their 
educe^tional assistance progrSunb ar^ itheir major avenue for, incre^s- 
ihg undergraduate minority enrollments. Pailur^- to actively > , . 

recruit minority' studente is to ignore the institution's affirmative 

' ■ ' • ■ - • , ' ■ ' - - " ' '.• **'- 

aetiojl obligation. , . . . - - . • . ^ 

. ' , " ' .;. ". ■ ■■ ■ ■ 

" ■ V ' ■ . _ , ^, 

To som6 observers of cxirrent "national econcMnic- and employment 
conditions, increased recruitment and grdkluation of more minorities 
and Women vith advaiyed degrees -may be seen as a 'counter-ptodbctive 
effort that only results in adding to the numbers of the educated 
underemployed'. The Committee is aware of this possibility; Xt ^ 
is aware, too, that minimum' education?il requirements |or jobs of 
a|.l types are pushing iipward. Jo4?s once requiring high' schfiKJl ^ - . 



graduation now require a baccalaureate degree. . Colleges that once 
tequired a master degree for ^ome* faculty anjf adniinistratiye pos^- 
tions' noV re<iuire an^^eiarhj^ -dpctorate. And higher educatipn , 

/ ' . ' * ' ^ . , ' • . * • 

iiistidiutions continue to report inadequate poofs of qualified ^ 

^ ' , • . ■ - 

minorities .and women ' for .acadfemic openings, especially, in some • ^ 

' ' ' - ■• * , .• . 

"-fields. ' ' - 1 . ' . ' • • 

. ]future desirable .job' opportunities /may be' limited, but op- - 

• • ■ • ' • ■ • • ' '■'',,»<■* --^ , " 

•portunities for minot'ities ^d wopen surely will not increase if 

' <' » ' '• ; ^ 

tkev do, not have the minimum educational requitemehts needed to V ■• . 
comp€!te for thosfe" mo3fe xiesirable posiiicmfi. 



-R^fcomftendatiops < ' . * ' 
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It is recommended that all .institu^ibn^ t • " 
1. 'heighten efforts .to recrtiit and retain minori-ties_and^ 



women'for graduate, level' study in fields, where they historically 
h'ave been ulhder- or linj^epresented, .. ^ 



2. . reVainp' institutional rules and infonnal policies con>- 
earning admiss^ortr degree and residency jrequirements. to 'atecoiraao<3ate 
Dersons whose economic conditions or family circumstances neces- 

•*l >' I.' 

sitate th<sir studying oh; a p^rt-time basis. . • >. 
■ • - • * ■ ■ *■ 

• "3. abartdon any -rule, or informal policy that, ^ in effect, ' 

■*dis«rijBinates against'aspirants to graduate or professional study^ . 

because of -their ra'ce, . sex or marital status. ' ' , 
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4^., extend the services of .campuses'' educational opportimity 
programs to mote Latino Undergraduates and, accor<iingly, ex]?and _ 
the representation of fiispanic persons on those pfograi staffs, v 

5! make maximum efforts to recruit morel minority \mder- 
graduate students t'hrough regular admissions -channels., . 

' * ^ ' ^ ' ^ 

' Implementation Guidelines . ' , 

It is. suggested, that the above recommendations be initiated 

■ ' ■ . . ■- - 
durifig .the 1975-r76. academic year. • . 

2. A cademic and Career Counseling^ 



.Behind the ||p.ed for "changes in academic and career 
co\insel*ing lie' the traditipnal choice patterns of minority' and 

'female stud^nts'.regai;din g 'fAeld pf 'stud^ . Both groups^ histdrical 
tendency to .confine their academic preparation and career choice . 

'to a limited- range of fields also accouftts tot part of .the inter- 
facing prol^jLems of Limited employment -opppttund^ties • and limited 
applicant pools. Historically, women anJi blanks, for example, 
have tended to concentrate ' in the fields of education , the humanly 

'ties ^nd t:he arts . . ..iJliey have " 6pted- for specific disciplines within 

s ' ■• . . ' ' 

th^'social sciences ana notably haVe-been absent from such fields 

as the biological And physical sciences, matl^atics and engineering 

Illinois student* enrollment 'data for 1974 indicate very • 
little shi^t in thfe" trends of minority ^nd female, students '•choice 
° of. Study fields . the only notable changes_.?ire. the introduction . 



of ^business management and biological science more frequent 
choices of both groups.. ■ / ' ; . 

One of the ^reasbn^ women and minorities qhoose such a limited 

..." . 

sphere of study is likely the; results of acculturation— ^the at- 
.titudes, expectations, stereotypes lUeld by the students^^ tlieir T 
parents, teachers' and influential .others. • Another reason is the . 
impact of common school advising and' counseling upon students' 
jehoices of high school courses ajid their, futute academic and/or. 

carfeer '^'aspiration^. There is 'also evidence from national' studies • 

• . ■* ' ■ " ' • ' ' .. . ' - 

to- suggest that/„as col lege, Jindergraduates, thfey are (^scouraged 

' * » - ' ° ' ' ' - ' »' ' ■ ' ^ "• • ' . 

from entering triiditionally white male fields. ' The- discouragement 

. ' ■ , — • . ^ ^ • '< : ' . • ^ 

is related n:o ;,two factorsu , t'hey have' no "role, models" (i.e.,, 

- • ■' i ' - ' ' ' \ -"' 

'perspns;of' their owh^sex or - facial/ethnic gi^oup) amon^.the faeul- ' ; 

Jties ±n these fields ?. and 'they receive no encourag^nt from i;heir , 
fac\i*R advisops to m^e ac^emic and career choices tha^: .capitaliize 
their abiiitie^ and _intere5ts, or to continue on into gj?aduate , ; 
,st^dy. ' ' ^ ' - ' ' , \* \, ^ ^ ^ 

There is another, |orm of discouragement thaV; is .closely ' . .! 

■ ■' ' *' • ■ ■ " 

' ajcin to advisement shortcomings . which mus|: be meiitionedv • It is 

those institutional rules a^d^ i'nf oirmal fiolicies that .discourage , ,^ 

admissions with decree status ton pdrtr-time graduate' study , 



Reqjgromendatioris 



' It is recommenaed tt>at institutions ; ' / 

* ' 1> develop the necessary policies e(r^d prac€l,ces, needed 

(a) to bring about more positi-ve attitudes among' administrators ^ 

* • *" ' *-'',''•'* 

and faculty in traditionally white male fields, and (1^) to brings * 

<^ ' ^ ■ ' - v; . - ,.• ^ v., ■ • " 

about a niore informed and siipportive postur'e among advisors and 

■ ' . ^ ; - , . - ^ ^/^^ . ^ . , 

counselor^ regarding the educational needs; interest;? and aspirar 

tions of minorities and women.'' , ' , - , ' 

2. insist that academic advisors and career; counselors dls- 
card race and sex stereotyped cbncepts of careers and fields of 
study; 'familiarize. themselves with current trends;, and. encourage ' 

t - ' ' ' . * • , , ' ' -* 

female and minority advisees riot onl^ to 'enter "new" 'fields in v . 
Which they "have ability and interest/ bu.t to pursue and compl^t:e' 
graduate study ^e re in. ' , ^ . ' ' , . •'^ v 

3- make spedial-' provisions for minorities and voraen 'to h^lp 

i \ : ' ^ ' • <, 

'theta overcome prlgr educationaJL deif^iencies / especially in.mathe- 
m,aticsV in order t|? promote their^ ent^' into^^n^w" fields of ^tudy 
and to°*give them a reasonable o^brt^nity to succeed in those ' ' '^ 
fiej-ds. . . ' ' ' • .. . . 

4. • initiate ai}d nurture a clos'er working reiati@nst>ip. ahd"^ 
ififoniiation exchailge' w5,th. public* school representatives to jdintly 
seek ways of alerting ipnior and 'senior hig'h schbol students to 
a wider range of options and opoofrtur^ities thai^ thosei .they - hav^ • 
sought traditionally. / : ' . \ ^ V . , * 



. ; \ ^ " • IniplementatiQh Guid^i^ar \ : ; ^ ^ . V 

'- • " ' ■ V,''''''''' ' - ' - 

^ - It is ' sugg^stM that t}x€^ above. r^#c^^w$i^i|^^ be 'dnitiate4 ; \ 
during the 1975i-76 jacademic year. 



1- J I ' 

.3'. Finaiifcial Aids . J 



/ ^Spm^ risponderets to thiq Coinniittee's survey identified 

financial aid as an ma -that continues 'to be a. problem, especially ^ 

.f<jr' minorities. At tW.same time, .the Illinois §±ate Scholarship- 

Coitnttission (ISSC) reports that ovet time the percent^gQ of awatd^ ■. 

given to minority students has inqreased. In the Commission's 

1975 Annual -Report, it indicated that of the awards distributed 
* ' \ . ■ ' '■ ■■ .. " 

..among students enrolled in public senior ihstitutions . in 1974-75, 

thirty percent went to minority students; and nearly forty-three 

'.percent of the av'arde distributed .to publip cdnjmunity college - . , . • 

' ' •• ■ ~ ■ • - . 

Students wsent to minorities-: . " ... ^ ' 

. » A recent goard' pf Higher . TSducation study of, 'financial^ aid 
- ' ' - - ■ .* . •: ' : 

tecipients in ;aii -public and private • ins titjitioiis of higher edu'ca- 

• V ^ ti^pn reveals , other noteworthy information. , "\\ . ' , 

. . ', ' - C • • ^ . " ■ - . ■ . ' 

" v' v' * On 'the averagev after all available financial aid is Ijaken > 

into, accoiinti undergraduate students must, 'rely on such other^. 

" sources, ja^. of f-cainpus eropioyroent -'an^ parental or- spouse contribu-^ r 

i ■ tioris to meet the greater portion of their, college Costs. In , • 
• ' ■. • ■ ' ' ' • , ' 

' . ' fiscal year 1975- at ptib lie universities, the j)9-rcehtage of c.oll:ege^ 

• -expenses remaining %fter, financial aid for a full-tim^ 

-ERIC-. ■•■ ■■,.'-/ ■, ,;. ■ -, 



averaged seventy-five percent. Vis is particularly significant 
when examining the dat^ regarding minority, financial!,' d^-d recr£>r ' 
*ients.,;.; .(S©e Seqtion A*^ of Table 2) ^ ' ' 

. There is a wide variation in the distribution o^ financial 
aid by racial-ethnic groups,^ v^hicl^ relates ptimarl^y to . . 

finanpjLal need. A greatfer percenta-ge of blacks etnd American Ih^ians 
'than the average receive more than one' type of aid. Furthermore, 
the^ata suggest that a greater percentage of blacks; espeCiaiiy, 
4nd Latinos require I6ans to-lielp- meet college costs- than is so 
for other - racial-ethnic groups. . " ' 

} ■ ' ^ ' , . ' 'o • 

The BE^ Bt^idy also shows that the percentage of female gradu- 
ate st\idents who benefit :frbm financial aid is l^ess- than the „ 
-percentage of males benefiting in* all categories of • aid— gift 
- assis.tance, lo^s^and institutional employment.. The percentage 
of 'women and men graduates who were employed by their institutions 
(usu&liy' £ri gradfuate assis'tantships) is particulariy interesting, 
irf* view o'f the^fact that institutional . employment accounts for , 
nearly twd-thir'ds" of all f inanciaL aid to graduate Btudents at - 
pumic universities. J(See Section B. o^ Table 2).. Although fewer 
women -than men were enrolled/ in graduate Study , . twpnty-nibe. percent 
Of" the -women wferfe employed; thirty-five percent of the men»' SucJh 
factors as number?^ of wbmen who -are part-time grjaduate studen^ts - . 
• may ^account for-^ome aid discrepancies .by -Sex,' but^'th^ije is^ some 
indication that/di&crimination is at least a partiaL factor in 

: ' ' 7 ""^ •• • ' •"'-•.•>.•'; . 

, the awetrding o'l assistahtships and gi-ft assistance. ' 



49 



SELEpEED DATA CW. F1fl975. TU JSOJS 
STDDHra FIHAIICIAL AID REOiPIEHTS 



-9 . 



> 'A. PereeHtage or g^ndents far Rabe'RecelTing Fi jaanelal Aid in m5. 



.C9^c£Lslan 
Afro-American 
Spaal^h ' Sumamed 
Orierffcal 
Aiaerican X^dlen 
Bo Ihdica^iou' 

' TotaX " 4 



Receiving 
Financial 
Aid 

W.5-U7..9t 

52.9-53.-J* 
UO.OAO'.T . 

llt.U-lU.5 



■ Beceirtng 
Gift 
Uistance 



BeeeiTing , 
■ Loens ' 



39 .3-3r. 2Jt. ■" ^ ao^: 0-10 . 1^ 
56.6-61.1* ■ .17;9-1^.0 
lU;5l-ll».6 

9.0-9.1 
6.2-6.3 



, U0.5-l*5l.2 
27.9-33.9 
35,8-39.0. 
I5.8:.l6.8. 

3l*.3 •' 



9-L 



Bqployed . . 
>"by the . 
Instltrrtlon 

,lU^7-l*».8* 

" 15.9. 
13.7-13.8 

18.}^-18.5 
l8'.0-ll.l 
3.9-U.O 

lV.9 



B. PercenW pf Student? W-gex and Lerel Receivin g Financisd. Aid in Fn5. 



C 



' Pndefferqdugtea 

-Iteeelviiig Fin«oial Aid., 
Bftceivtng Gift Assistance 
Jbeceiving Loans 
^ployed.l^ir the Instttutioil 



' Bec'feiving 

' ^ Receiving Gift Assistance 
. Receiving -Loans 
■ Bnplo/ed hy t^e Institution 



'^rcent' of 
To^al" Males 



K2.3)f 
35.6 
8.5 
11.9 



Tercent oT 
'Total- Females 



■ 9.3 . 
lU.2 . 




Percent of 
Total ■Enrolled 



38.7J^ 
32.5 
.•8.9. 
13.0" 



35.1 . 



58.0 
50.3 . 
10.6 . 
32.8 



'.(Bource:. ' state of iilipols. Board of Higher Education, FI1975 Financial Aid Report, 
drift manu8crit»*» 1975. ^' 



•students havef advised the Coflnnittee that there is one' par- 
ticularly knotty problem related to financial aid. It concerns 
the federal requirement that federsil gift aid to a student must 
be matched ^ith either loan or work/study monies. This presents 
'the students' with little choice >, they report, because banks are 
highly resistant to making student loans. Some institutions 
have tried to ^ase this situation for their students by putting 
their money only in those Ideal bemks that lend to students. 

Two f inSil concerns are .not financial aids issues ' per se . 
They are mentioned h&lce, however / because they are rel^ited issues 
and do introduce ^barriers that stand in the way of edupationai 

0 9* , . 

opportunity for sinne who desire it. One concern is. the practice 
of some institutions tq require^^pSrt-time students to pay the Same 
amount in student ffeeS aS is- required pf full-time students • A 
more equitable arrangement would be achieved if tho^e iitsti tut ions 
would scale their fee* charges to the nuBjber of - credit or course 
hours taken by. tixe student. ' ' . ^ ^ • 

* Another liar rier among those most-frequently cited by the 

* ♦ ' ' • ''«'-• ^ * ^ ^ 
study's survey respondents ig the lack of day-care facilities on 

crt near the campuses . Having access to' to person .or ^day-center ' . 

that can help vfith 'the care^ of t>ne!s young children accounts fo^ 

the interrupted/ delayed t>r never-pursued education of some women. 

Rather than' delTay or deny 'these women the opportunity ;for higher 

•ediipation, it would De desirable if each institutio3$i would 
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""cooperate with interested caucus and community organizations to 
-determine the peed for a day-care facility' for students' children 
and, where needed; lend assistance with the organization of a 
Child-care center. < - . 



Recommendationg 

It is recommended that all institutions ; . - 

^1. wherever possible, recognize and help meet the need of 
their students wh4) itturt borrow. by placing, institutional inonies 
only in those local banks that lend to students. • . 

2, establish a graduated scale of student fees, the amount 
assessed to be based on number of. cburse oa:^ credit hpurs . taken . 

3. cooperate With^cangus. ar>d community organizations in a 
study of the need for day-care facilities for students' children 
and, where need is evidenced, assist in the organization of such 
a care center. " .. • 

I t is further recommended that all-universii'ties ; 

' : : ! '■ ' 

^ 1. study the pattern of their financial, aid distribution 

• among graduate students and take immediate corrective action where 
' there are indications that women and minority students are not pro- 
vided equa^l access to graduate aid. In particular, universitxes 
' • should determine: (a) whether minorities and women . receive a fair 
proportion of fellowships, and (bf A^hether disdriminatory" prac- , 
ti'ces account for any of the discrepancy betwgfen the lower. ^ 

ERIC . - : ' . ^ C 
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percentage of female' graduate studehts ahd the -higher percentage 

of graduate males receiving assistantships. 

• ^ * * ^ • 

•2. use some of their graduate fellowships to encourage 

minorities and women to pursue fields of study that traditionally 

have been white male fields. * - . ' 



Implementation Guidelines 

The suggested time guideline for the implementation of the. 
above recommendations is during the X976-»-77 academic year. 

1 Other Suggested Course's Action 

Pour other possible courses of action which institutions might 
consider as meanS for addressing some barriers which affex:t/ students 

t 

are: ♦ . 

1. Offering more course times and structures that aid the 
part-time student/ e.g^,, Saturday, and evening classes; once*-a-week 
three-hour classes instead of one-hour classes that meet three , 
times a week. 

2. Including special arrangements during orientation week 
for -c^fer returning students 4-n order to acquaint them with other 

. age-peer stude^its and with cainpus services available toHlelp them • 
with' theiir Special needs. 

3. Regarding arid crediting professors for the one-to-one 
contact hours spent .to. provide acadelmic advice and encouragement 
to students. ^ • 

4. Sponsoring and inviting groups of * first-year high school 
students to c^pus fpr two-three day .o2y.>entations to acqtiaint < .-^ 
them with fieldis^of study and career options outside those tra- 
:ditionally knownv ahd .^elected*. Special att?ention should be giv^n 
to minority a»d female study and carfjer nefedsl ^ 
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E, IJEED FOR PUBLIC ACCOUNTABILITY IN AFFIRMATIVE ACTION 

'I ' , _ 

There is a clear €ind pressing need for institutions, theii^ 
governing boards and coordinati^ig boards to exercise their indi- 
vidual and collective responsibility to report regularly and 
publicly the progress that is being made in affirmative action 
in Illinois higher education. 

• . • • ' 

At present, no* common st^itewide source exists of -even the 

most rudimentary, employee data needed for affirmative action pur- 
poses. .To illustrate, what is the statewide distribution of 
faculty by sex, within racial-ethnic' categories, by faculty tank? 
Currently,' there is no single source from which to obtain this 
data. ' ^ .<■ 

* One means by which to acquire such information w6uld be to . 
hand-retrieve it from data reported in the written affirmative 

* ' * 1 • * • 

action plans of iiistitutiotis, governing and qoordinating board 
offices and other higher education agencies. However, no written 
affirmative action plans exist for those boards ajad agencies with 
staffs. Early in 1975, of, ^hirty-hine public community colleges 
who responded to an inquiry,' fifteen stated they' have written ♦ 
plans. Only ijine of the .thirteen public universities have written 
plans. Of the plans that do exist, there is variation in both . • 
the kind of data and the form in whichrdata ^re i)resented. Some 
plans are more complete than others; some are writCeh-and organized 
in siidhja manner' that they appear designed to purposefully ' confuse 
the reader. Givep the above is -not surprising ta learn that^ 



( 
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on any given camptis, there is a general lack of knowledge among 
employees and students about the institution's affirmative action 
policies and objectives or the status of their implem^nt^ion. 

* • • 

The practice of institutions submitting regular, periodic 
affirmative action progrress reports to their governing boards -is 
not widespread. Only eight of the public universities submit an 
annual report to their boards/ a practice begun. in 1974, 



f 



Some institutions do nbt^^respond even to federally-required 
compliance, reports. To illustrate, |to federal 19-75- compliance" 
report on 1974-75 stude;rit enrollments was' not submitted by thirty- 
^ nine private institution? or by twenty-one public community col- 
leges. These institutions represent a combined enrollment of 
153.180 students> 120,053 of which were in the public Sector,. 

Re comme nd at ion s 

It is recoromended that each institution, governing and 
coordinating board and related agency ; . , ... ^ 

1. establish/ as ^an employing body, a written affii^mative 

^ ^-^ \ . • , • • 

action plarv* .* 

y'l, report publicly,. . at least once anmlally, the progress 
made in implementation of the plan. , • . 

/' 3, submit employee data requested qn tife^O.S, Equal Eit?>loy- . 
^ ment Opportunity Commission's report form EEO-6^ (or otljer form. ^ 
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designated appropriate by that Commisstonl upon each issuance 
frcim the federal office and annually to the Illinois B6ard of 
Higher Education in con junctiQn with each budget request. 

It is recommended that all governing boards review with 
institutions under their jurisdiction, in recurring board agenda 
items, each institution's affirmative action progress against its 
Stated affirmative action objectives. 

J* • 
. - It 'is recommended that representatives of public universities,. 

the community College Board a^d th e Board of Higher Education 

•cooperatively develop a statewide. affirmative action common-data 

information system. 

It is recommended that the Illinois B oard of Higher Education: 
"l. appoint staf'f to whom is assigni^d the ongoing responsi- • 
bilities' of reviewing statewide, affirmative action progress in 
Illinois higlier educatiorf, and of preparing regular publiq reports 
based on c^f firmative action data and information provided by all 
boards, system' and agency offices and institutions. ^ 

2. establish a s^tahding BHE Affirmative Action Committee 
to see that all affirmative action recommendations contained in \ 
Master Plan Phase IV are in^) lamented. ^ 

■ ■ ■'■ 

• It Is recommended that within Illinois higher education all 
elements of the affirmative action reporting system be tied but 
not .limited- to .t;ke budget review process. " 



Impleiaenta^ion Guidelines • 

3fee Committee urges that all of the above recoiomehdations 
bev^arted in calendar year 1976 and made ongoing thereafter. 

Other Suggested Courses of Action • 

Eadh institution that presently has a written affirmative 
action plan is encouraged to review it and, -where it is fo-urid 
wanting in the following technical aspects, correct and/or complete 

it: . . . . 

1. clarity — in the plan's contents and in the manner in 
which it is organized; 

2. accuracy and consistency — iji nume^r^-cal data reported 
in various tables, graphs /. charts , as well as in the narrative 
sections; ... 

' 3* completeness — in all details and aspects prescribed 
iri federal guidelines. * . , ^ 

' " All institutions are urged' to prepare and distribute annually 
throughout itheir respective academic communities, d synopsis of 
key sections their affirmative action plan (i.e*, information 
most generally sought or of interest -to persons concerned, about 
affirmative action) . , * : ^ 



APPENl5];X A. , > . ? 

. . • study: PROCEDURES USED 
AND 'responses TO COMMITTEE'S QUESTIONNAIRE 
AND REQUESTS FOR INFORMATION 



1, ' Survey - Questiennai re * • 

The Commiteee employed a modified versioh of survey and 
participant-observer- methodology in the design of its main research 
tool and the selection of initial survey participant^ . It designed 
a two-part questionnaire, one section concerned with employment . 
•and the other with student enrollments. Three questions were asked 
in each section; all invited open-ended responses. See Exhibit 1 
in this appei>dix for copy of the questionnaire and instruction sheet. 

One major assumption underlay the process of selecting partic- 
ipants for the initial mailing of the survey. It was assumed that 
the status and role held by each placed ^that person in a unique 
position to observe and/or experience first-hand, or to be exposed 
to the direct experiences, ideas or decisibns of otl^ers through 
verbal discussions or writing. See Exhibit: 2 for 'a list -of roles 
and offices used as determinants in the selection process. 

In the initial survey distribution, a total of 659 question- • 
naires were mailed. AccJess to iiniversity. cCLrectories of personnel 
and to the rosters of statewide a'ssociatiohs of coihmunity college 
faculty and students made it possible ta individualize mailing 
information for all but 249 of the questionnaires. Lacking access 
to community college personnel directories, student body presidents 
and faculty association firesidents at "those colleges were asked to 
distribute a total of 1^3, and 126 questionnaires. respectively , ^o 
officers of designated campus organizations'. . = * . 

Following the first mailing, the Committee 'sk attention was 
called to an advertisement that appeared .in the April 6, 19,75 
issue of the New York Times . JChe -advertisement contained the n^es 
of persons employed in colleges and universities throughout tbe,. 
Unitfed States. The ad was a public statement to President Ford 
from those named that American institutions of. higher education 
have been derelict in their affirmative action obligations. Noting 
that one hundred Illinois persons had contributed to the adver^ 
tiseraent, the Committee concluded that questionnaires also should . 
be sent to them, in view o£ the interest they had expressed, via 
the a^in affirmative action, 

Twi^nty-six percent of the.<«urvey questionnaires mailed were 
completed' and returned; -See Exhibit 3 for the distributioh ficfures 
of questionnaires mailed and returned. ' 



ihe barriers most frequently id^tif ied by ^respondents in- 
cludedV attitudes; inadequate iob advertising; ^derrepresentation 
ifSniriSes and ;om^n; lack of grievance procedures; ^nadequate 
pool of qualified applicants; Salary inequities, especially ^or 
Somen; wmen and ^iSoriti4s in admiftistr^tidn aire it low-leyel 
positions; slower advancement in rank for women artd minorities; ^ 
inequl??es in tenure system; lack- of upward mobility opportunities 
in ?ivil service; job stereotyping; lacking or -^nadiq^ate Public 
reporting of affirmative action progress ;-aack o| written policies 
regarding search and recruitment/ Valiry and promotion -criteria 
lack Of recruitment and retention of minorities in student enroll- 
ments; lack of.,Ghild day-care facilities; inadequate career and 
academic covinseling. , . „ ^ 

2. Interviews arid Discussions 

. The committee made attempts to visit with persons who have 
a special interest in and knowledge about topics related to af- 
fiSISve action. Among those who Participated in formal discus- 
sions with the committee werfr a representative of the University, 
Mil Service system's central office, a nonacademic employe^ who 
&o chairs a cLipus committee on the status of women, a faculty . 
lember and co-chairperson of a status of women committee, and a 
university aff irmative : action officer who also holds an office 
^In tll Hindis Affirmative Action Officers Association. The Com- 
mittee also invited a university representative to talk w^th the 
members about the special- educational support . programs that several 
Illinois universities offer. ^ ," 

3. information Requested of Uni versities , . 

The 1:hirteeri campuses of*- the' public universities were asked 
'to submit to, the Committee a copy of theiJ^ written affirmative 
action plan^, together with copy :of all the .'most recent reports 
submitted ^by them to federal compliahce agencies (e.g., EEO-1 and 
progress reports) . . 

Affirmative action plains were received from the following 
universities: Chicago "State, Eastern Illinois, Northeastern 
Illinois, Sotithern Illinois at Edwardsvirie, the University of 
Illinois and Western Illinpis. No affirmative action plans were 
available from Illinois State, Northern niinois and Sangamon _ • 
State Universities; however, a copy, of the 1?74 affirmative ac- 
tion report submitted by each to the- Board of Regents was sent 
to the Committee. Governors State University does not have, an .> j 
affirmative action plan, and Southern. I13,inois University at ^ , 
Carbondale is reviewing and revising its plan. . 
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4.. Em ployee Data fifeauested of Agencies and Sys^^em Offices ' 

T»he committee asked each' of the f^ll^^i^^f °!^i^;%^°,J^Sn^ 
three items of information: Illinois Board of Higher Educatiptv,. 
mlnois^ommunity .College Board; Hiinois Stat^ Scholarshxp _ 
aiLsibn; university Civil Service>stem; and thq sy|t^ o^ 
^fices of the Board of Governors, the bW Sf.f^^ents, Southerj 
Illinois , University, and the Ujiiversity\of Illxnoxs. "Each p£^^ 
was asked to submit an inventory of specified data for all persons 
?hat^l?cu^?enSremployed, together, wit^ job descriptions for 
all. existent positions and an office organXzatiohal chart. See ^ 
Exhfbit 4 for a copy of the employee data inventory. 



' -Employee^ dat,^ were received from the J^l^l^^'^^f^f^^. 
ship Cdmission, university Civil !«^Vice System, lUinois , 
rommunibv College Board and Illinois Board of- Higher Education. 
Sn^ioyefdatfwere. received from the Boa^d ^f^ Governor s a^-^^he, 
Snive?sity of Illinois system Offices. The Board of Regents and 
SoShe?n UUnbis University system of fi.ces submit V^some- infor- 
mation Sutit^as incpmplete and therefore coul<k no^lpe analyzed. 

5. Documents Containing Data 

• The IBHE Staff exartined' every pertinent' document a^^ 
in IBHE'^ office for additional data to help the Committee. in its 
study. ' ■ . , . 



: APPENDIX . . • ... - EXHIBIT 1- 

SURVEY QOESTl'ONNAIRE . " ' ' .- . /, 

- ^ ' . . INSTRUCTIONS - ^ . ' 

( * . Master Plan IV - IBHE T»iamittee ^ N 

on Affirmative Action r 



. * You, personally , are asked to complete this 

questionnaire because of your position the 
tanicue pef'spective it provides for viewing • ^ . ^ 

. barriers to affinaative act;ion in the academic 
, community. Will you help; .please? 

Backgroiand 

The law requires th^t institutions of higher education design'-iand ' 
Spl^en?prog?ams to ensure fait ^d egual treatment for all persons 

"Sgardless of race, color, sex, national o^igip ^ ^^^^g^SS;, ^^^^ 
usually requires positive affirmative action that goes beyond . . 

. neutral, non-discriminatory policies and practices. 

Many Illinois public colleges and- universities now have sdme kind of 
' affirmative action program. ^ It is assumed ^% -some progress has 
( beenmade in each of these programs. However, studies regarding the 

s?ISas ol Mnori^ies and .women dn these ^nstiinjtions undert^en 
• " since 1972 by the Board ot Higher Education and by other groups, in-^ 

dicate that impedditlents to affirmative action still exist. . - 
t - ^ . >w ^ " ' , * 7 ' 

Nature and Purpose of the Questionnaire """"^77" - ' 

/Che purpose of this questionnaire -is" threefold i . .. ' 

• to identify iaarriers impeding the pro^jfess of aff-irmative 
iction. in Illitiois» public colleges and universities ^ 
' --to identify ways by. which those b^^ers might l>e 

- removed, . and - . 

to establish guideline^ by which to evaluate progress 'made 
, ' toward the removal of those batriers. . 

The questionnaire is presented in two pafts: pne section regarding 

• Spl??Sent, and one regarding issues related to studetlt j^ollments.^ 
Each Wtioh calls foi^ written responses to-'three questions;-^ 

• --Thfe questionnaire format is purposely, open-ended'?. All persons 

7- receiving this questionnaire were selected for their knowledge • 
^ -Sliout affirmative, action issues , anf f or the ^J^^^iJ/ScfSr^Ss ' 
; their po«itiens lend to -the subject's study.. are using this 

^pen-ended format to invite yptir qandid^eview of problems; and . 
pi^(-iolutio1&8 concejfning affirmative action. \ -. . - ' ^ ' 



' „-,„nTV n • ' - • EXHIBIT ^1. ' 

APPENDIX A. , ^ 2 ^ " * ' 

If you wish to 'attach supplemental inforroatipn to doctment or^ • ^ . 
expand upon any response, please feel f;ree to do so. . - ' ' 

•If yqiu cannot answer- a particular question because you have no . 
first-hand knowledge. or informai^ion about its subject, please' 
record the. phrase,, not able to answer , rather than leave i;he, j ^ 
space blsuik. • - / . 

• / * . 

.. • .'.<', ' '• , 

Respondent inEon^atlor^'' '• ' • ' \ ... ^ • ' , 

Attached to 'the ' face of thd questionnaire is a/ sheet contaxriing 
your name, address and telephone number. It also oontairts other, 
identifying Information: student, faculty^ administrative status; 
the institution you' represent; ;a higher, education, campus or . 
• community xargan^zation for which you are an officer pr spokes- 
person (e.g., a I?i&ck faculty cauptis* ;a£ino student, organization, 
commission on status of women,, gove?rning board, affirmative act,ion 
officers association) . , .• , ' , * " . . ^ 

We urge you to leave the sh6et of /^respondent .information attached ; 
to your completed questionnaire. V Attachment of the information is 
not a requirement. Howjever, if -^eturAed, it affords the study ' , 
coiimittee 'the opportianity: p : 

* / ' ' * ' . . ■ ' . ' ' ' ' 

— ctcJ contact a respond^ftt to ^ain clarification 
' . regarding a" suggestijSn^ or to invite the respondent 
tovdiscuss an ide4 j^ith t|ie committee in person, and 

to- know the rsLnge, number and kind of " respoAses- 

•received from perlons holding similar of f ices at- 
' vetrious lopal'^qs.. ^ . ' • 

Please correct any giistake's contained in the respondent information 
" before medLlihg your "return. ^ * 



Questionnaire Returxl Guidelines y . ^ 

- J,. Questionnaire Return Deadline: Monday, Ju ne 16, 1975 
'2* Return Completed Questionnaire Tof. 

. ° - ■ - .IV Committee on. Affirmative Action * ' 
• .-^ ' -Illinois" Board of Higher Educ<ition • . 

119 S». fifth Street, 500 Reisch BuildiAg 
- • Sprirfgheld, Illinois 62701 , ■ , . 

• ' ' An'add^bsed, stamped enrelopfii is enclosed foj: ypurluse^. 
'3. Typewritten responses will be appreciated. • . -"V^ ". 



I H ' --'V/' ► ^ , /CONTENTS OF . - / ^ 

- • / . * SURVEY QUESTIONNAIRE ^ ^ • 

■ ' Wurvevr^ Barriers Impeding Affimative Acti^^ 
■ . J - iiiipois Pufaliq Colleges, and Universities - 

/ ■ Paiff (Sue Affir mative Action and Employment 

■ / • — ^ ~ ' ' • " 

(Employment^ includes^all jpl, categories that ejiston a campus --academic 

W nonacad&io; admijxistrative, faculty, .professional, civi.1 «ervxce.. 

SplSnt iSso includes all related practices and- procjdurej ranging , • 

Som Slruitment and ^liring, job qualifications, seniority, tenure, ^ 
1SL!IfaS^^^ opportunities, to terminations. Of particular 

concern arb ' employment barriers affecting minorities and women). ' 

1 '- 'idaLtifV and brief ly describe, specif ic er^ployment^harriers with ; 
^' which you are -f a3jiiliar in one, or more Illinois public colleges . 

^d uniJerStiesT Each b^rier should,b^ one that, an institution , 
• reasonably cquld be, expected to eradicate or significantly 

• dlmihish vitliinc a five-year period. ■ ^ 

(|' . pbry each barrier idehtifi^, please' spe . ' * . ' 

... / a., the job category i^. affects '.(faculjiy, a^ainistration, ; . 
/ . ■ nonacad^ic7civil service),,, , 
I :-b. whether it-5sp4ciali.y„affects^omen, minorities^ (specify 

• whi*ch'minorities)7-oir-b9t^T andv - . , . , 

in what_lll,inois institution (s) ^ you khow.it^is present. 




/ - / ' " — K=r.*.i'^^ identified above, suggest and describe 

■ . / reisonSly^otsme to iccompUsh Within « : toe-ye,r- period. . , . , 

J .-.o^how^your^^ggtoUons relate, to thei^ 

■ / B^^r-l^STplan ^f^n^u^^^ 

' ■ iS^Se?e^t?tlq^^ T^&. procJduSs and timetable . 

^^^^^ wo^lfuS e^alvate ^^.^ogrfess 'and .tordeterm.ne an. 
' acceptalDlfe level ;of aghieVenient? .y ' z . ^ ■ 

i ' " ' " '■ . ; ■ : • -. ■ •■ ' ■ .•• ' : ' 

/ " . •■ " : 62 

' • •. -. •• . 68 ■ - . •.. ,\ 
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" ' " . . ' . ' • EXHIBIT. 1. 

APPENDIX A.. . ; 

_ , . - * • . • t • 

Part'Tw©-- Affirmative Action, and Student Enrollment 

• •* - ' ^ - 

(Erkollment iricludes dll practices akd policie?, that students encounter fr6m._ 
rSiSent^\pplication and admission, college tra^^er, financial aids, 

• --acaSiS ad^i^ing, part-tiine/fuU,\'iine, status, job^cement, to graduation, 

• ^^^ee-c^f fecial. ^E^roliaent includes undergraduate, graduate ^d 
prtofe^ional student^. / •; • ' , - ' 

» ' ■ • . • ' ■ ' 

1 iden^^^*«iid-brie*fly '-describe specific enrollment hrarriers with 

* which YJu^rriaBaitar'in.one.or mbre Illinois public colleges and 
• linivetsities. Eachsbarrier should be. one that ^ institution . 

- - reasonably could. ,be e!s^ected to eradicate or significantly 

, 'diminish within ^five-year period. ' \ 

■ ' *o?or e^agh barrier identified, please* specify : 

a. the'^studenl:^ ie|p._it affeets' (undergrad,, grad., prof'l), 

' • • b. whether it "especially affects women, minorities (specify 

• '-JLva^i^h-mi^iorities^-T— or-430th, -and---- 7'^ . — ~* „ „4.." 

•c. in^haTlllinois institution (s) you know it is present. • _ 

For each .enfbn^^^Tb'I^^ier identified above, ^^59?^^^^/""^^^ 

^ st6ps' that could b? taken, or a pjLan of action by which the barrier ... 

could be eradicated or diminished. The steps or plan sho\ild be , ^ 

, reasonably possible to accomplish within a f ive-year.period. - 

li YOU know of steps that campus officials or- interested part iei 
;-^^lready have tdken to address the bari<ier, you may want to cojmnent 

• oh how ypur suggestions relate to their ejibrts.^ • 

3- For eachpl^n of aption you have suggested, please suggest ways to^ 
* evaluate progress made toward removing the enrollment barrier. For 
exWle^* are -there particular 'standards , procedures and timetable 
>thSL you^uld.«se to evaluate progress ahd to determine an 
acceptable^ level of achievement? 



■J. 



* 2. 



* 1 



'pharilfc- vo« f or vout help. Please ifeturn questionnaite to: ,MP IV Cbiomittee on 
^fSatlve^A^iSn,^^^^ B^ard of Higher Education, -119 S. FifUi Street, 

- ,.,500 Reifdh Buil4in«r7 Springfield, II 62701. , .,. / 

" '^-•vv.. ' . .v'-/ * . . . ••••63 



■ • , • . . ' ' • EXHIBIT 2. 

APPENDIX. A. t 

^ r; Roles and Offiqes Used as Determinants 

.in participant Selections for • . 

' Questionnaire 'Survey . ' 

* « a . 

• * . ^ ■> ' 

At >ublic Universities • - ^ . » 

. " - ■'-■^ "■• 

Executive Officer of Governing Board- - . • ' . . * • • 
Chairperson 'of Goverhing .Board , . • • •> 

President of University 
Directbr, Admissions ^ . 

•Affinttative Action Officer (s) v 
.Director/ Institutional Research ■ v , . ; ^ 

^ Director* Nonacademip Personnel j * r.a«„n-w^^ 

President or President/Chairperson of SimLar Kxnd of Faculty 

Pretfdent/ChSrperson of Faculty Senate or" Cbmparile Body^ . 
?reSdeSt/SSr^r9on, Nonacademic Employees Organization or Union 
President, Student Body ^Undergraduate) = ? • 

' • :^„o.itfe studies p.o,ra«s 

prxjuai J ^ ^ women's stud3.es programs) . 

* —primarily nonacademic employees . 

'" O ■ . 
At Public community Colleges 0 . 

Executive Officer of Coordinating Board 
Chairperson of Coordiiiating^ Board 

Presidents of Colleges ^ . 

?rfsireni:"ltuleS?'llly "' (^Ss person also was asX.d to distribute 

copy each to: 

President/ ;Black Student Organization; 

• * President, Latino Student Organization; . 

president. Women Student -Organization) . 

President, Faculty Association (This person also was asKed tb-.distri 
fresiuei , J but6 one copy to: 

President, Nonacddemio ^ployees 
Association; • 
. . Bresident, toiprity Facillty-Staf^ • 

• . . . OrgeUiization; 

. ' . 'president. Woman Faculty-Staff . ; 

•/ ' Orc(anlzation) i * V ^ . . , 
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EXHIBIT 2 



Eattemal. Groups 



Aspira Incorpiorated of Illinois,. , 
Association of Illinois Student Governments- 
El Centro 'de la Causa . • ^ , - . , „^ 
Equal Employment Opportunity Commission - Regional Office 
Fillinoi§ Af firmative >Action Officers Association- 
-Illinois ^Connaiss ion on Human Relations 
Illi nois Com aission on Stattis of Vfomen •• 
Illinois Pair Employment Practices Commission 
League of United Latin American Citizens 
NOW - Metrjo-East Chapter _ 
Office for Civil Rights - Regional Office , 
Title I. Coordinator - IBHE ■. 
Oniver&ijty_and CoUege Women of Illinois . 
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' EXHIBIT 3^% 


• . . ' ■ DISfRIBUTION OF QUESTIOI^NAIRES 




\ ' ° I4AILED 


AND RETURIIED , 

/ - 






< 

NOi of Questionnaires 
Mailed. 


No* of Questionnaires 
Rettrmed 


• • ' * • * 

UMIVfeRSITY FACULTY, ADMINISTRATIOhf, 
IldNACADEhaC AND STUDENTS 






Chicagd State University 
• Eastern- Illinois University 
Goverriors State University 
Illinois State University - 
Northeastern Illinois University 
■ Northern Illinois University 
Sangamon State University 
Southern Illinois Universi^-Carbondale 
Southern Illinois university-cawaitt»yAi.i.c 
University, of Illinois ^icago Circle 
University of Illinois -Medical Center' 
University oi Hiinoi^-uroana 
Western Illinois University 


13 
13 
13 
20 
17 
18 
17 

.18 
* . * 12 
18 
11 
16 
13 


3 

7 *( 1) 

11 

S 

8 +( 1) 
S 

6 
7 

4 +( 2) 
6 

7 . \ 
-i *( 1) 


( Total 


199 

■f 


81 • 


UNIVERSITY SYSTEM HEW)S AND BOARD -. 
■ CHAIRPERSONS . 




UNIVERSITY PRESIDENTS 


13 


, 8 


COMflJNITY COLLEGE PRESIDENTS . 


51 


' 21 ,+(5) 


COMMUNITY COLLEGE BOARD CHAIRPERSONS 




' . . 10 +C 1) 


COMMUNITY a)LLEGE- STUDENT PRESIDENTS 
Total ' 


41 '-ff 1251 • 
164 ^ 


- 2 +( 2) . . 

* 

* .V 


COMfliNITY COLLEGE FAXjlULTY ' • 

, Total = • 


42 +(126) 
168 ' 


8 +(17) 


'4QCIERKAL 


.13 


4 ' 


UFM YORK TIMES M) PARTICIPANTS 


' 100 


30 ' 

♦ 


GRAND TOTAl, . ^ / ^ . . • 


7S9 


198 








• • • 


72 ' \ ' 
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EXHIBIT 4. 



' " STAFF INVENTORY 
DATA ELEMENTS PER EMPLOYEE 



1. Name of Employing Agency/Office 

2. Employee Coda Number 

3 . Sex 

4. Birthdate 

5. Citizenship 



6. Racial -Ethnic Origin 

« - 



7. Marital Status 

8*. Highest Degree Diploma Held 

% ° ■ • 

- « • 

i . ^ - 

9-. Date Highest Degree Was Awarded 
10. Date of H,ire 
H. Salary at Date of Hire 
12. ' Job TiUe atlJate of Hire ^ 



(Wfe do not wish to identify 
the employee by naone) 



(Whether the employee is or 
is not a U.S., Citizen) 



(Black/ American Ind;;L.an, 
, Spanish Surhamed, ASian- 
Americcui/ all other) 



(Single, Married, Widowed, 
Divorced) 



(Date person began ' employment 
/ iii your agency/office) 

(Full-time annual equivalent) 



13 1 Current Salary ' 
14* Current tjob Title . 



(Ftiil-time annual equivalent). 



( 
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15. Number of Years ia Currfent, 
Job Title ' : 



. / 



EXHIBIT 4* ; 



16. Personnel Action' Resulting 
in^tffcurrent Job Title 



iltew hire, promotion/ 
trcuisfer/ deniotion) 



17* Previous^ Job Title 



(Title held prior to 
current job title) 



18. Present Employirtent Statxis 



(Full-time/ part7t:ixne/ 
tenxired,. non tenured/ 
temporary/ petman^nt) 



19. Organizational Unit or Area 
Where Employed 



(ei^./ Exeputive/ Fiscal^' 
• Planning) 



20. Total -Ypars Work Experience 
in Higher Education 



(Including present year) 



21. Total Yeajrs Experience in 
Other Educati^ or Related 
Work Positiqirs 



22. Outride Professional Activities 
Cgrritribiitions and Achieyements 



SB 



T4 



f 
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APPENDIX. B, 
ILLINOIS STUDENT ENROLLMENT DATA 



Presented in this appeiicUx'? exhibits are chart and. graph 
displays of student enrollment data for Fall, 1974. The data were 
obtained from 1974 Office for. Ci^/il Rights compliance report^ 
returns; they are discussed ^n Section. 2 of Ch^ter II. The ' - 
exhibits displ^iy the following regarding Fall 1974 enrollments in 
-Illinois higher education: ^ 

EXHIBIT 5 - Enrollments by race /by sex, by major field • 
. ' ' of study. 



Percent minority student?. by race, of public ^ 
and private institutions'* enrollments. 

Percent minorities, by race, of total Illinois 
population. 

Percent minority' students , by race , l^y level 
of instructional program, in all Illinois 
institutions. 

Percent minority and all oth^r female students-, 
by level bf instructional program^ in all 
■ ' " ' ' • Illinois institutions. 

' EXHIBIT 10 - t>ercent p\norii:y and all other female students 

,0f public and private institutions' enrollments, 



exhj;bit 6- - 

* > 

EXHIBIT 7 - 
EXHIBIT 8 - 



EXHIBIT 9 



EXHIBIT 6. 



MlMOIim STUDENTS, HACE-ETHNIC CATECORtE^, 
or VmX. nWOLLHENTS OF Mi TWO-YEAR A»0 ALL FOUR-YEWI 
nXWlS COUJSCES jib universities; public and ^RIVATB, fall 1S74 



13.« 



13.3 



5-3 



•37 



0 



LEGEND 



Two^car public 
oowunity colXtt9«* 



Two-ye«r private 
junior colleges 



Four-y««r public 
univerilties . 



Fourrye*i; private 
oni varsities' 



.2$ 



3.C 




1.4 



.,.,«tA», Indian MlA»A«.ric«., ^riiSS""* 



- ^ # • — 



11- 



77 
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EXHIBIT 7. 



^FERCEHT MINORITY POPULATION, BY itACE-E^NIC CATEGORIES, 
OP TOTAL ILLINOIS POPULATiptC", X>7ft'<:ENSUS 



13 



12 



11 



10 



c 



13.t 



3.4 



r 



•3 



JUL 



AMr£eaiB' 
Indlwi 



Sp«nl sh*^SvriiAiMd 



ERIC 



Senretft 1970 U>lnoia Ceotiu^' 
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< flERCENT MINORITY STUDENTS, /by RACB-ET3HHJC CATECX)RY, 
.0^ TOTAL ENROtUlENT IN ALL ILLINOIS COLLEGES AND UNXVERSI^ 
Wi LEVEL or INSTRUCTtONAL PROGRAM, FALL 1574 



BLACK ST0DENT3 



12 



10 



7 • 

i 



11.3 



4.f 



4.1 



Bache* DoctSor- First 

lor .Master ate Prof'l 



p*rt-TliM ^ 
Qraduat* i 



.74' 



ASIAN AMERICAN STUDENTS 



3.5 



1.3 



Bache- ^Dafeto»<First Part-Tima 
lor Hiater at« JtaVX 7 Graduat* 



/ 



m 
m 

o 

$ 1 



AMgKICMI tWDIAM STO0EOT6 



□ .12 .11 
n n n 



.17 



Baeba- Ooctoir^^ Firat Part-l^iBia 

Ur Maatar ata Prof/l - Grfduata 



1.5 



^PANISH^SORNAMED AMERICAfe^ gToifeNT^ 





7 














1 


1 




























• 






. 1.1 


1.1 
























1 
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, Doctor- Firat Part-Y4»a 

S lor kaatar ata P^of'l Graduata 



«oure#i^* Offica for Civil Rlghta CompUanca Reports of l^linola Inatltuttlona 
mvu^M g^hor Education.; studant^Enrollnant 'Survay, FaU W4* 



.J 



/ 



FeWeNT Hi'nOWTY FEMiSfANO PERCENT ALL OTflER FEMALE STUDENTS 
Of TOTAL EHI^OLLMENT IN XlL ILLINOIS COLLEGES AND WVBRSmES,^ 
fal LEVEL OF XNSffRUCTIONAL PROGRAM, FALL 1974 . ^ , 



EXHIBIT 9^ 



m 

•8. 



so 



0 "4*'W 
□ 



AU Other 
Female 



4t.O 



40*4 



to 



37.5 



aim If 



32.9 



J4.6f 



2T-$ 




25.1 



15 .5 



13 




/ 



DOCTORATfc, ;rX»ST»W)r*L 



49.5 



42.7 




14 



CXaZBXT xo. 



HlNO^tT FEMALE AMD |>ERCENT ALt OTHER K^MALE^ STODENTS 
iBOUMBIiTS m IlilHOIS COLLEGPS AND I^IVERS;TIES» 
Wt ttf^ .Ot IHSTITUTXOm/pXLE X974 " 




40 



1 



52.9 



5U2 



50 



-40 



« * 



I. ' 



43.0 . 



X^GBND 



a Minority 
Female 



^ All Other 
Feraele 



4S.0 



30.7 



43.7 



37.4 




»t<»Uc Friv^ete; FubHic ; Frivet^ 

-Oii^^itY' *Junior -FowYMr college & 

V . ^CoUe«^^ V coliefle ^ «niyfreity MJnivereity^ ' 

tiffice foi Civil Bighte CenpUeiice Bepom^f lllin^ii tolititutioAi 
^ Viehev Edueetiott* Student' BncbUment Sorvey«ff«ll ,1974^ 
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